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INTRODUCTION 



The World Bank has wade a^vailafczsle funding for the enhancement of 
business management education and tr^%aining for several components of the» 
management education efforts i <x* Bangladesh, detailed in the World Bank 
"Staff Appraisal Report* 1 ' TUfe finarmeial and directional aid was transnQltted 
through the auspices of the tJiLivergC_ ty Grants Commission CiJGC)^ which tha 
body that provides all fundi rig to tt»e several universities in Bangladeafcm for 
its authorized functions as pr-ese ribbed in the bylaws and extensive 
operating rules and regulation. ^ for the universities. 

The UGC in turn delegated ceftffe-dLn responsibilities to tha Business 
Management Education and gaining Pr— eject (BMET). This Pro j act hag a 
contract with HOCIA, subcoitt ranted to tha University of Illinois at 
Champaign, for the adminiitrgtien of^ the provisions of services on the H,s, 
contractor's side* At the t±®m of m^y arrival, the project Coordinator 
M. Safiullah, who has now reti3red s k-^ing replaced by Abdul Latif • The 
Resident MUCIA Representative with tr^hom 2 worked most closely is Mu^af £e»r 
Ahmad, who is also a professor at chto« Institute of Business Adralnistrati .on 
at Dhaka University, 



HISTORY OF PERSONAL INVOLVEMENT 



In the Fall of 1984 the Qgfice =for International Programs at the 
University of Minnesota circulated a notice provided by MUCIA requesting 
appli cations for consultantf lex five <dif ferent areas of management 
education. I was interested arjd exp^ressed my interest in two different 
areas— case study preparation srad research. In November I was informed ^rthat 
Dr. Ahmad would be meeting witla a sra^sll group of interested faculty for 
dinner. I participated and mfter injKoriaai discussion of my role as 
Coordinator of the Training mfli Peve3_©pment Program at the University of 
Minnesota, Dr* Admad expressed iritere=st in having me work in the area of 
curriculum and pedagogy or in the ar^^a of Executive Development Programs 
(EDP)* There was considerable eonfu^^ion in tha following correspondence 
between myself and Dean Eimmsfttsan, tfae Project Director it the Universitsr of 
Illinois at Champaign. Evantuatily, W-tx April* 1985, I received a letter 
indicating that I had not been a succ^essf ul candidate* This apparently c=^ame 
as some surprise to the Bangl#^^sh pr^oject people as they had specif icalKLy 
requested that I be contracted* 

Then* in July of 1985 s 1 r-eeeive»d a telephone call from Dean Eitnmeri^^an 
asking me to accept a one^monch* eentr^met to work in Bangladesh on IPP> 
indicating that I could go anyt ime pr^ior to the end of December* Again 
there seemed to be confusion* ^When C arrived in Bangladesh, I found tha^^ 
they had requested me for a tri^ae-monmth assignment beginning in September^r . 
Thijt lack of coordination frotf ^the S. side seemed to be a fairly commotm^ 
occurrence in the project* I a^ceptfecl the proposed contract and began 
working to prepare for the assignment • 
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PRB-TRIP ACTIVITIES 
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T* ♦? iir^t thing I wanted to dp was review the objectives for the 
afi^r^tf I was told that they had none in Illinois, though I later did 
re vie >, ffucli j letter sent from Bangladesh to Illinois. I was thus left 
prep*-rinf ffor "Executive Development Programs" without a clear understanding 
of w&t 'would be expected of me. 

1 did have access to several of the reports that had been submitted by 
mM'-y^M consultants. They were extremely helpful in setting the stage 
^ar€ing the BMET Project, the university environment, the Commerce 
x&cis31ties, typical work days, and some of the cultural components of the 
Wfignment. I found the report by Loren E. Waltg of Indiana University at 
Sosasch Bend to be of particular interest as his assignment was also in 
Wacutive development programs* Unfortunately, however, I had available 
^nly a summary report rather than his final report. Dr. Walt^ f s report 
contains observations on the problems in the environment that make EDP 
difficult: internal politics among the faculties, poor pay of faculty, lack 
of support for EDP by higher bodies within the universities, physical 
facilities available, and so on. Dr. Waltz worked under the restriction of 
one week (or less) in each location, so actual work towards an EDP program 
could not be begun. The Project team in Bangladesh were disappointed in the 
report— they felt that they were already aware of the problems and wanted 
help in overcoming those problems (or in spite of those problems)* That is 
why I was requested to come in spite of the fact that the "position" for EDP 
had been used up. 

In addition to this, I also made appointments to talk with personnel at 
the University of Minnesota why are involved in executive development. I 
spent some time with Terry Henry, the Program Director of the Continuing 
Management Education program. He shared a number of materials with me s 
including a major market research report conducted for his program. I also 
spent some time with Norm Chervany, Director of the Executive Development 
program at the University of Minnesota. Further, I located a number of 
materials that I have accumulated on EDF™artieles, mailings* and materials. 
I reviewed the text that I use in my Management Training Practices course 
(Charles E. Watson, Management Development Through Training , Addison- 
Wesley, 1979). I also pulled together materials that Tthought might be 
helpful, though this was very difficult without a clear understanding of my 
objective. One item included was a model that I had developed for use in 
management development. (This later proved to be one of the most useful 
items for me to have brought.) Finally, in addition to all of the details 
involved in going to another country (passport, visa, medical concerns, 
packing, etc.), I talked with as many people as 1 could who were 
knowledgeable about Bangladesh. I was especially appreciative of the time 
given to me by Winn Oberg, a management professor at the Universty of 
Michigan, who had just returned from an assignment with the Project in 
Bangladesh. I also talked with a Bangladeshi student at the University of 
Minnesota, Shafi Khled, and friends who had spent many years in Bangladesh 
on the Rural Electrification Project. 
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The first item on my agenda upon arrival was to clarify ray objects, ves* 
Ther^ ware twoi 

1* To work with the Commei'ce faculty of the University of Chicta^gong 
to ascplain and carry through ly model for management development - 9 to iczaelude 
the coffering of at least two, two-day Executive Development seminars* 
(Originally, they had hoptd to have this accomplished for Dhaka and Raag shahi 
Universities , also* But because my stay was for just one month* the 
decision was made to concentrate on one location only* Further * the fr^oject 
had ciot been informed of my arrival f so some fast planning had to take 
places.) 

2. To review and critique the Executive Development programs of ftered 
by twro government agencies— the Institute of Business Administration <C=BA) 
of Dt^aka University and the Bangladesh Management Development Centre 
(BMDO — and by the Faculty of Commerce, Dhaka University* 

My proposed program of activities is shown in Appendix 1* 

As steps were taken to accomplish these objectives, other objectiv^es 
aratrffeds 



3* To assist a faculty raamber from the University of Ghittagong i n 
prestexiting a one-day seminar on "Managing for Excellence in Bangladesh' 1 to 
groups of executives at the Petroleum Corporation Training Centre in 
Chitfc^gong, and to repeat a condensed version of the seminar to the 
Chitr^egong chapter of the Institute for Cost and Management Accountant! 



-4. To present a paper on "Bangladesh Experiences with a Model for 
Manag^ement Development 18 at a National Conference on Entrepreneurship an«d 
Manag- ^ment Development in Bangladesh, co-sponsored by the Bureau of Bus^iness 
Resea x^ch of the University of Ghittagong and the Asia Foundation of DhaMca. 

™5» To present a werkiliop, with Mu^affer Ahmad s to a group of 
execii-fcives from Pfiger Laboratories (Bangladesh) Ltd* in Dhaka on writi»ig 
case studies and then work ylth them to develop a set of cases to be ustiasd in 
Executive Development programs throughout Bangladesh, 

To counsel with faculty members regarding educational opportunities 
for t»iem in the United Statei» 

CXfre actual activities participated in, in detail, are shown In Appendix 
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OBJECTIVES 1 AND 3 1 THE MODEL 



The model used, as revised following interviews and observations in 
Bangladesh, is shown in Appendix 3, in both basic and detailed ffot^at* The 
original model was 1 a major modification of a model initially de^gl^d by 
Richard A* Swanson of the University of Minnesota for his Training 
Technology Project , The model was presented to the faculty ff offl % 
University of Chittagong, who had been identified to work with m% 0ki 
Mannon, Amal B. Nag, Dr. Md. Mainul Islam) * and we began working though th# 
model* The model was later presented to the entire Commerce Faculty of the 
University of Chittagong* 

1.0 A nalyze 

In many ways the analysis phase was the most difficult beca^^ it 
required that we know the current status of executive/managematit ^Vilspment: 
in Bangladesh, the business climate, and management development n#^i* 2?hig 
task was accomplished from available literature, the faculty'^ experiences » 
and through extensive interviews with executives, academics, ttai^ng 
directors , and government and agency personnel. We also had an Qf^ortunity = © 
visit a number of manufacturing and processing facilities to obi^vs "business ss 
in action." 

From the accumulated data, we discovered that current exeQUti-Ve/ 
management development is taking place, as in most countries, in # jiwber of 
wayss 

1. The most frequently cited was on-the-job training. G^a<3^f$ with 
Commerce (primarily Accounting, Finance, Management, Marketing), Stytaeririgj 

ox General degrees are hired, acquire some practical experience, $\Am nOvacs-d 
intn wnagement positions; or they acquire their experience aft e t Viing plaQi^cl 
in a junior management position* They then learn management skills from 
experience and from whatever guidance thair managers can provide e?^ the job* 
Many managers have acquired their positions through heredity, their 
fathers started the business. 

2. Within multinational corporations and some other erganigg^one, sa^ft 
training often takes place outside of the country, especially in t*yUnited 
States, Great Britain, and India* The problem with such training X$ht it 
is not geared to the business, cultural, social, and political cliffs of 
Bangladesh, so much of what is learned i§ not directly applicable t € tk job 
setting. 

3. Some companies offer technical training to their junior 
through internal training departments, but only occasionally do 
departments offer seminars or workshops in generic management fklli^jsueh a£ 
Time Management), as they do net feel competent to do so and b@ca\i^ tktm a^es 
too few managers at one time needing training in a specific skill 

4* Some companies have attempted hiring in managers who ate ^country 
MBA graduates. This has not generally been successful for a va*ri^£y of 
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reasons; the graduates are impatient to move directly into upper management 
without paying the price of learning the business; gmduatis have moved 
directly i xom their undergraduate degrees to their H3h^ 9 a , thus having no 
practical esq^trlance other than what is acquired during internships; very 
few standard Bengali (the language of instruction) tests exist, and those 
that do are outdated (scientific management is still h*«ld out to be the 
preferred approach) | employees with much knowledge ancL experience with the 
company, but without a degree, resent the MBA's, with no knowledge of the 
business* being put in positions of authority over the^-m; if their supervisor 
does not hav^ in MBA, the MBA may ignore the supervise 1 s direction; and 
there is a ffealing that their instructors have only & theoretical 
understandifig of business, with limited practical axpfc rienci* In contrast, 
because of competition for admission, MBA students ten-d to be very bright/ 
and internship requirements are providing some practical experience* 

5. BotK IBA and BMDC offer executive development courses that run 
generally ttfo wteks to three months and longer. Compa^nies who have used 
these of f grin j§ had mixed responses. Some of the courses were found to be 
very good; o t Iters were much less satisfactory* Some o^E the concerns they 
voiced ineludd (see also Objective 2)% the courses ^«ri too long and 
companies couldn't afford to have their managers gone -For such a long time; 
the instructor were too theoretical , ignoring or not ^foeing aware of the 
reality of the business environment in Bangladesh; gen^aarally only one mode 
of instruction used (lecture) | offerings are based on ^rtiat they want to 
offer ratfte-r than what business needs | insufficient lom.g-range scheduling is 
done* and when it is* it is followed inconsistently * so business 
participation cannot be planned; and so on. Several e^ceeutives commented 
that both organizations do a good job with the foundations of management but 
offer little beyond that that would be specific to an industry or include 
higher-level management skills. 

6* There ara some private institutes that offer oamnagement development 
programs, sucbas Bangladesh Project Management Institute; Rapport 
Bangladesh* ltd*; and the Institute of Personnel Management. These 
organizations tind to be more involved in consultation than in management 
development programs, though all do offer such prograin« - Few executives 
volunteered information about these institutes in the o:eeds assessment 
process, but she observations shared were very positive* 

Our observations and interviews also led to some conclusions about some 
specific Wyi In tfhich the business climate in Bangladesh differs from that 
found in the United States! 

1. Bangladesh is in transition from nationalized industry to privately 
owned industry, with the government still heavily invoL-ved in many 
industries, e*gi, jute* textiles* petroleum, banking* Lron and steel* and 
transportatipii, 

2* ttif %mm> including government, family* and ff^iends, is a powerful 
business fore^ f M heard many stories of gross inefficiencies and unethical 
practices that tare well-known but permitted to continue because of the 
contacts the#% people had. While it is true that such practices are found 
in business throughout the world, such practices are t\o t as obvious in the 
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United States as in Bangladesh* 

3* Smuggling (in and out) and tfcgbla&lfc market are strong forces 
affecting business and business decisions in. some industries , e ,g, , quality 
cigarettes and cattle are snuggled in for lo -csal use; gold^ electronics, and 
"used" clothing are smuggled in and out in transit; and cosmetics and 
medicine are smuggled out in barter for rice * 

4* Bangladesh's exports are at clitiar«y of major importing countries 
like the United States and Great Britain, For example, the recent decision 
to impose a quota on the import pf low-cost textiles (especially shirts) by 
western nations has had a crippling impt o^x Bangladesh's employment and 
foreign exchange earnings situation* 

5, In an effort to overcom s^rtoue ba3_ance of payments problems, the 
government has imposed heavy duties on kpor^zs , including machinery and 
spare parts. The result is that capital cos ^ts are very high, and many 
industries continue to operate With outdated technology* or under-invoicing 
result s in efforts to limit the anouiifc of du^^^ies assessed* 

6* To provide capital for ifior% %paeulafc±ve investments, some business 
people have used over-invoicing to support more extensive loans from the 
banks. 

7, Bangladesh's official ps&iti&fiis one of non-alignment, During its 
early years (1971-5) it relied heavily on the Soviet Union, India* and East 
Europe, Since 1975 it has relied almost iJCcLusively on the West and the 
Middle East, even when cost efficiencies are sacrificed, 

8, Bangladesh* s export husiriesg iialmoat entirely based on 
added-value* with very few raw matarii.Ii of II ts own. Textiles, for example, 
rely on the imports of cotton; an emg^jing steal fabrication industry relies 
heavily on imports and scrap obtained Jrom oLd ship breaking. It is able to 
export some sea products (shrimp atid «l«hydrafc«d fish) , tea, and its largest 
natural product, jute—- though the market for jute is badly depressed by 
competition from synthetics* Exports ^real&o inhibited by unnecessary 
bureaucratic processes. The larga s t earner odE foreign exchange has been the 
export of manpower to the Middle East, asvozr-^cers send their pay home to 
their families* 

9, Because of the high inflation rite C officially quoted at 14% a 
year, though unofficially aMittned to b e at let ^st 20%), there is little 
incentive for people to invest in busittiiBi further, because of the 
country's poverty > there is meager Savings capability, 

10, Bangladesh continues to hav^ B high Pirate of illiteracy—74%, 
Literacy here means that a person can sign his/her name. Functional 
illiteracy, therefore, is much higher- My ^6% of primary-aged children 
attend school at all f and leas than %% of the population graduates from 
college, 

11, For nationalistic reason, b£bgaU h»s replaced English as the mode 
of instruction. Yet English remains thelangmiage of business. As recent 
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graduates move into management positions , with serious deficiencies in 
English language skills, they are encountering difficulties. Managers 
educated during an earlier time have good English language skills* 

12, Unskilled labor is abundant in Bangladesh and is generally 
available at low cost. The per capita income is about $100 a year (second 
lowest in the world after Bhutan), In a multinational pharmaceutical plant 
nhat we visited, that is generally perceived to pay very well, the minimum 
pay per month is Taka 1400 (about $42), with an average of Taka 2000 ($60). 
In a garment factory the monthly pay was Taka 600 ($18). Skilled labor 
(carpenters, masons, electricians , etc.) have mainly emigrated to the Middle 
East; such workers as exist in Bangladesh are very scarce and not very good* 
In addition, this shortage continues because there are not enough 
institutions where these skills can be learned, 

13, There are' few secretaries in business houses as we know them in the 
United States, and most of those are males. Executives are more likely to 
have a wide variety of office assistants whose job responsibilities include 
serving tea and running errands, 

14, Working conditions are generally poor! usually no air-conditioning 
(in this tropical climate); leaking roofs, with subsequent puddles on the 
floor; poor lighting; poor enforcement of safety (no one in a textile 
factory wearing a mask* for example, in spite of numerous floating fibres 
and subsequent lung disease), etc. Male life expectancy is currently 44 
years of age, 

15, Nearly all executives and managers are male- During my time in 
Bangladesh, I met only one female manager— in the National Museum in Dhaka. 
While some females major in business, on graduation they aire employed as 
teachers (kindergarten, secondary, college, universities), bank tellers, or 
data entry operators; or they marry and become housewives. 

16, Child labor (though illegal) is very much a part of Bangladesh 1 ! 
economy, so much so that the government is considering primary schools at 
night for children working during the day. We saw 12-43 year old girls 
sewing in the garment factories ; and even younger boys work on the farm and 
are cart pushers; from a very early age some children learn to beg. 

17, Electricity, a key factor in a country's industrialisation, is 

3 till limited primarily to urban areas, and its availability is uncertain* 
Almost daily there is an outage, 

18, Public sector organisations (those owned more than 50% by the 
government) face an additional problem. Managerial decisions are subject to 
nreview and approval by a government bureaucrat. Persons in the bureaucracy 
^re generally placed in their positions because of political connections* 
xiot because of expertise in the field. Further, these bureaucrats are 
frequently moved to different offices, sometimes after only a few weeks. 
Thus, decisions are made slowly and often by, people completely unaware of 
the full implications of their decisions, 

19, Efficiency is not necessarily a business objective in Bangladeshj 
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especially In public sector ^organisations. The social objective of 
providing employment often ^percedes the objective of efficiency. This 
objective also contributes ££q top-heavy administrations. 

20* An autocratic fl4n^|temint style may predominate in both cultural but 
appears to be mora prevalent in Bangladesh* Employees, and often managirs 
as well, have little to no Itetonoray, 

Based on our needs p^^tement process f several specific topics surfaced 
for executive development Sitoinars, The figures shown in the parentheaas 
are this percent of seminar ^fe^spondents (n^76) who indicated their Interest 
in the topic being of fared g&m an EBP seminar. 

(75. 0%) Managgrinj Decision-Making 
(69.7%) Employee #^tivation 
(53.9%) ManageTOeflp Information Systems 
(50.0%) Job Platiriia^mg 

(47.4%) Employfee pa ^rformance Appraisal 
(39.5%) Strategic; P^lanning 
(39.5%) Training d f * Subordinates 

(38.2%) OrganiaaCt^t*Ti Development (One executive commented! 

lf All tt% t EDP in the world will be for naught until 
companies * develop mission and philosophy statem^iita, 
organi^gt- -ional objectives and individual job 
deseFipti* ^ons and employee objectives* 11 ) 

(34.2%) Employe^ O°***apensation and Benefits 

(27.6%) Working ^itt.h the Government 

(26.3%) Delegation 

(23*7%) Microcompijt^ ar Principles and Applications 
(19-7%) Supervision ... 

( 3.9%) Kfyboerdtnl : (This concern was surfaced only by those 
persons w\iQ had some background in computers. Without 
such skills 5 interactive computer use™'what manager! 
really tie^d^— - could never happen. Given the reliance 
of most ex a & cutlves on their office assistants to <4o ao 
ittuch for t^m, it is difficult to envision executives 
in Batiglad fi tesh acquiring this skill.) 

There was alio strong gUtg^port for interaction between the academicians 
and business executives * botfl to provide information for the development of 
Bangladeshi case studies an4 Wor general interchange, with eKeeuttvfeg 
presenting currant probleuip Itmd the group brainstorming possible solutions. 
Business would benefit by biitmig exposed to more options* hopefully resulting 
in better decisions, and 9&%4aemia would benefit with a more realist! c» 
practical perspective of toati^^gement problems. An "executive development 
diploma program my also be f^xi attractive offering to business executives, 
especially managers at loWe^ ^e'anks. 

On the basis of thii iti^tt^it^ the immediate decision was to do two, 
two^day seminars for middle^^mnagers and above across industry groupings— 
"Employee Motivationi What ^tx-ks?" and ''Managerial Decisionmakings A Look 
at the Options, " and one, on^— day seminar on "Managing for Excellence in 
Bangladesh^" for top-level tt#teiagers and executives, This later seminar was 
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also offered in a condensed version to the Chittagong chapter of the 
Institute for Cost and Management Accountants of Bangladesh, 

2.0 Desig n 

Our extensive needs assessment gave us a pretty clear picture of the 
learner characteristics, and we had a pretty good ides of our constraints™ 
we had no budget and just two weeks to complete the entire model. 
Fortunately, a business training executive offered his training facilities 
to uij as well as his office staff. 

The faculty members working with me were competent in the subject 
matter and enthused by the project. We reviewed the need to have objectives 
written from the learner's perspective in observable terms and developed 
three^four objectives for each seminar* Seminar descriptions and titles 
emerged quickly from the objectives, 

Because of the almost impossible time constraints, we had to deviate 
slightly from the model* If we were going to have participants, we had to 
get our publicity out immediately. So, with information about the seminars 
from the descriptions p and with what legwork we had accomplished on 
facilities * we put an information sheet flyer) together ourselves (see 
Appendix 4), It was nothing fancy™! typed it myself* But it was 
attractive and complete and would do the job* Along with a letter from the 
Dean of the Commerce Faculty (see Appendix 5), the ilyer was sent to all 
executives with whom we had visited, hand delivered to executives later 
visited, and given to participants in the two "Managing for Excellence" 
presentations* A mailing to a selection of managers taken from the 
Chittagong Chamber of Commerce directory would likely have increased 
participation, but initial responses indicated that more people were 
planning to attend than the facilities could readily accommodate, A press 
release was published in the local newspaper ( The Daily Life ) the 
morning of the first seminar (see Appendix 6), Only two days' advance 
notice was given to the participants in the first seminar, and less than one 
week's notice to participants in the remaining seminars, 

3*0 j)ey_e_lpp 

Continuing with the model, we next turned to the development stage, As 
a team we developed a list of the content to be included in each of the 
three seminars and then sequenced the content, We spent quite a bit of time 
with identifying delivery methods, so we would be sure to include a variety 
of approaches, Generally, we settled on lecture /large group discussions, 
small groups (called syndicates in Bangladesh), case studies* and 
brainstorming, Media, while desirable, were unavailable, as also was the 
equipment for using them (e,g,, no VCR) * 

Once we knew what we wanted to do and how, we next had to develop our 
instructional materials* For each seminar we developed a handout (see 
Appendix 7), which included the seminar description, seminar leaders, 
seminar objectives % a schedule of activities, and a detailed outline of the 
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material to be presented* In the process of developing the handout, we 
incorporated each of the delivery methods identified* 

The next problem was that there were no cases available based on the 
Bangladesh business environment. Could we develop some during the time 
available? I was convinced we could , though ray colleagues were skeptical* 
During our needs assessment , many executives indicated their willingness to 
work with faculty on developing case studies. So we followed up on those 
offers* The outcome was that we Identified one printed case based on an 
industry in India, which we felt was close enough to the situation of 
Bangladesh to use, and we developed eight case studies on our own—more than 
we could use in the seminars, but they would be available for use in other 
management development activities within the country. (These cases are 
contained in a separate publication, Case Studies £or_Management 
Development in Bangladesh * ) 

No special reward system was developed 5 though we felt that several of 
those identified in the model would apply. For determining learner perform 
mance at the conclusion of the seminars, a self ^assessment questionnaire was 
developed (see Appendix 8)* This questionnaire would also contain their 
reactions to the seminars and provide quantifiable data regarding needs 
assessment information. A telephone interview guide was developed for 
followup of participants three months after the completion of the seminars 
(see Appendix 9). Informal measures were also available to us, such as the 
quality of the participants f involvement within small groups and the large 
group. 

Finally, with all of the development pieces in place, we reviewed what 
we had, made some minor changes, and moved to the implementation stage* 

4.0 jmplement 

Because of our timelines, described under 2.0 Design, the marketing 
plan had already been developed and carried out. We were able to get 
newspaper coverage for the first seminar on "Managing for Excellence in 
Bangladesh 1 ' (fronn page picture and story in the Daily Life ; see 
Appendix 10)* This coverage attracted others to the "following seminars* 
All arrangements were completed with the cooperation of the Bangladesh 
Petroleum Corporation Training Centre and its chief training coordinator, 
Aghar^ul Islam. Included in the preparation was a huge banner announcing 
the three seminars, shown in the picture in Appendix 10. The seminars were 
then presented, with 50, 40, and 33 registered participants % respectively. 
Registered participants and their organisations are listed in Appendix 11* 

During the delivery stage my personal observations revealed some marked 
differences between my style and the styles of the faculty members from the 
University of Chittagong* For example, in each of the three seminars we 
used small groups (or syndicates)* The question arose as to how to have the 
groups formed. My response was to let them form their own groups, simply 
ensuring that no group was made up of people from one organization* When 
there was some resistance to this in the first seminar, the response by the 
University of Chittagong faculty member was to assign people to groups— a 
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process that took 18 minutes ! At the second seminar, I again gave 
instructions for the members to form their own groups. Even before there 
was resistance, the University of Chittagong faculty member said that that 
would not work and suggested assigning people* This time I intervened ; 
after all, these people were executives* Surely they could do something as 
simple as form small groups. And within three minutes everyone was in a 
group. 

I also found a distinction in the role that the faculty and I perceived 
ourselves to be filling* While I see my role, especially in executive 
development , as a facilitator whose role is to get the wisdom and knowledge 
of experience shared, there was reluctance on the faculty's part to involve 
the executives. They clearly felt much more comfortable with giving 
information, even though that information at times was irrelevant to the 
concerns of the executives, When participants began asking questions, the 
faculty were clearly uneasy, wanted to get back to their lecture notes, and 
often interrupted the participants. At no time during the second and third 
seminars did the faculty invite questions or observations from the 
participants* 

As indicated earlier, the perception of many executives is that faculty 
members understand theory but do not have the practical experience. My 
conversations with faculty members, at least those with whom 1 worked, did 
not support this conclusion. Rather, it is my observation that faculty 
members do not feel comfortable nor compelled to make their lectures 
practical. When 1 lecture, 1 try to incorporate an example from the 
business world for each point that I make, and if there is no example, I'm 
going to think very carefully about whether the point I want to make is 
relevant to an executive development seminar. That seems not to be the 
process used by the faculty here* In providing examples of quantitative 
decision^making, for example, the response to questions asked by partici- 
pants about how to use the information wasi "You don't need to know 
that— the computer will give you the answer," The fact is that almost none 
of the seminar participants has access to computers! 



5.0 Evaluate and Control 

Formative evaluations (during the seminar) took place in discussions 
between the seminar leaders at the conclusion of the first day when the 
seminars lasted for more than one day, with adjustments made as deemed 
necessary. Further formative evaluation took place in informal 
conversations with the participants. 

As indicated in section 3.0 Develop, a self-assessment instrument was 
developed to provide summative (at the end of the seminar) reactions. On a 
5-point scale, the evaluations ranged from a low average of 3.9 to a high of 
4.7. The evaluations for each seminar are shown in detail in Appendix 12. 
In general, the participants responded very favourably to those activities 
that permited them input into the learning process — the case studies, the 
syndicate (small group) work, and the large group discussions. Even when ray 
presentations are highlighted, I am convinced that that is so because of the 
numbers of actual examples used and the permitted interaction with 
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participants* Almost universally the major item highlighted for improvement 
was the need for more time, People felt that they needed more case studies * 
more discussion % and more exampies™all of which require time. Participants 
in the third seminar warp concerned that the seminar was not geared more 
directly to the Bangladesh situation. While two hours were set aside for 
this specifically, the faculty member did not address that topic very 
directly. It is particularly clear from the evaluations that the case 
studies, all based on Bangladesh industries, were very much appreciated by 
the participants, and they wanted more! I am hopeful that the faculty will 
pursue this avenue with vigour in all of their management education. The 
leaders also met at the conclusion of each seminar to evaluate the seminars 
and make recommendations for improvement. Finally, a summative evaluation 
based on learning and behaviour will take place with a telephone interview 
conducted by the Bureau of Business Research at the University of Chittagong 
(Appendix 9) * 



Conclusions 

While there is no way of knowing at this point whether the Commerce 
faculty at the University of Chittagong will follow up by offering any of 
these seminars again, or by offering other executive development seminars, 
it is clear that; 

1. Business executives want and need an executive development program 
in Chittagong. 

2. Business executives will participate in large numbers if they feel 
that what is offered is of value to them. 

3. Business executives are willing to work with academics to provide 
information to be used as the basis for developing case studies and 
problems, and to provide facilities for seminars. 

4. The Commerce faculty at the University of Chittagong have the 
competence to offer executive development programs, if they have the 
confidence and are willing to work on their presentation styles. 

5. Incentives and encouragement need to be available to the faculty to 
entice them into involvement in executive development programs. 

6. Involvement in executive development programs will also strengthen 
and enrich the regular curriculum in which the faculty are involved. 



Re co mme nd ati o n s 

Chittagong University needs to consider the following recommendations % 

1. Offer at least one IDF a month. With four areas (Accounting, 
Finance, Management, Marketing), that would be three per year per area. 

2. Investigate the possibility of establishing an Institute of 
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Business Administration in Ghittagong* 

3* Conduct the three=month follow-up evaluation of the seminars 
conducted. 



OBJECTIVE 2: OTHER EDP PROGRAMS 



The second objective called for a review and a critique of Executive 
Development programs at the Institute of Business Administration (IBA), the 
Bangladesh Management Development Centre (BMBC), and the Faculty of 
Commerce , Dhaka University* This objective was not given much time in the 
development of my program of activities - Early in my ^isit to Bangladesh I 
met individuals from each of these three programs, and at the end of the 
visit I spent only a few hours with each program, Nevertheless, throughout 
all of my visits, I asked executives to share with me their responses to the 
programs offered by the three institutions. What follows, then, will be a 
brief description of the programs offered, a critique of the program, and 
specific recommendations, particularly as thiy apply to the model described 
in the lengthy section, above. 



Institute _of_ Business Administration (IBA) 

Description . The Institute of Business Administration (IBA) is 
attached to Dhaka University, and its faculty are Dhaka University faculty. 
The Institute is also responsible for an MBA program, graduating its first 
students in 1968* In its early years, several faculty members were from the 
United States (Indiana University), This involvement ended with the War of 
Liberation. In 1975, the first short course listed in the executive 
development program (EDP) was offered. As the focus of this report is on 
executive development, the balance of this section will deal only with the 
EDP components of IBA* 

In the beginning IBA f s EDP courses were focused primarily on 
supervisory and middle-management personnel, as the demand was great for 
such training to fill the voids left by the withdrawal of the West 
Pakistanis. Recently, however, IBA has made * concerted effort to offer 
more upper^level executive courses* Many efforts are supporting such a 
direction: a number of courses are being offered with joint sponsorship 
(such as the recently included, very successful microcomputer workshop 
co-sponsored with BEXIMCQ); courses are of a short duration (3-4 days 
maximum) rather than extended; courses are being directed toward specialized 
(e.g., policy, long-range planning) rather than foundational; and plans have 
been made to refurbish one or two rooms as appropriate for executives, 
including air conditioning. 

IBA has an EPf Commi^r%e, currently chaired by G. Fazlul Karim* A 
formal needs assessment w^s conducted in 1975, but since then only informal 
interaction with executives has provided input into the needs assessment 
process. In addition, however, IBA frequently responds to industry 
associations or specific companies to develop courses for them, in which 
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case detailed internal needs assessment is conducted- * Each course is 
evaluated by participants using a reaction form at thjne conclusion of the 
course* This information provides a basis for course m revision. 

Executive Cri tique , Executives interviewed M - s very positive 
view of IBA as a provider of supervisory through midd JlLe-matiagement courses, 
The executives were not aware of the newer emphasis U -©ward upper management. 

Concerns were expressed about the lack of practi*^cal orientation among 
the faculty- This is a concern that appears to have T been addressecl to some 
extent by IBA, Efforts have been made to have the uar^sivergity accept 
business experience in lieu of teaching experience id * that executives could 
be hired as university faculty at a rank commensurate - with their position. 
So far, the university has not accepted this perspacC^iive* But other efforts 
are underway. Senior faculty are involved in businesses consultations (though 
often of a project nature) ^ research, and, recently, T the writing of case 
studies. Junior faculty are assigned to work with aa^-nior faculty in these 
activities. In these ways, much practical business e:&xperience has been^ and 
continues to be, gained. Efforts have been made to itt iiclude executives as. 
guest speakers, though not very successfully became o of executive 
reluctance—lack of time, fear of speaking, lack of teaching skills, and 
inhibition due to lack of an MBA'or understanding of ^management theory. 

Another concern of executives relates to a lack cz*-of a yearly schedule. 
While IBA has attempted this in the past, its Gourde o coordinators have 
resisted because they do not wish to commit that far arin advance. They have 
just succeeded in producing a schedule for fall quart&^r. Likewise, while 
acknowledging the need for an annual report, the CQorfedinators have not seen 
it as a high enough priority to submit the inf ormatiQtsm needed, 

Consultant Observations and Recommendations t MftA has many 
strengths and seems well aware of areas in which ifflpraovement is desirable* 
Good efforts are underway to strengthen the IDP thriistat, My recommendations 
may be limited by the resources available, both in faesulty time and 
finances. My recommendations to IBA arei 

1, It has been ten years now since a formal needtfiis assessment has been 
done; it is time for another such study to be conduete«d, perhaps in 
cooperation with BMDC. 

2, An advisory committee is needed consisting of managers from several 
sectors and different levels of responsibility. Such a committee could 
serve functions of curriculum review, new course/ semilunar instigation , case 
study resources, equipment and facilities recommendati ^ons faculty 
recruitment, publicity review and suggestions, and so on* 

3, As curriculum is rewritten and updated, attea xition needs to be given 
to objectives, to ensure that they are written in bgha^viorai terms from the 
perspective of the learner rather than the instructor. At the same time 
course descriptions need to be more interesting and in^af ormative, 

4, Continued effort needs to be given to convince -ing Dhaka University 
officials to count business experience in deterraing fa^iculty rank to permit 
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the hiring of experienced executives as professors- Existing professors 
need to continue looking for additional ways to get extended business 
experience (e.g., a group meeting with a group of executives in 
!, b^ainsto^raing ,, problem-solving sessions every other week for a year). 

5- An appropriate mechanism needs to be found to encourage course 
coordinators to develop a yearly schedule and then stay with that schedule 
as much as possible. Managers need this advar^ itice to develop their 
annual training plans. 

6. Persistence is needed to incorporate executives into coursework as 
instructors/guest speakers, Executives might be more willing to be involved 
if a team approach is used, where the faculty member and the executive work 
through an entire, short seminar together. Another source of good speakers 
from the business world might come from the growing numbers of public and 
private sector trainers. 

7. The Bangladesh Society for Training and Development (BSTP) appears 
to be a growing, strong organisation with much potential within management 
development. 1BA can and should be playing a major role in this 
organization* 

8. Evaluation beyond participant reactions is needed. Cooperation 
needs to be given to a graduate student to conduct a follow-up evaluation 
study, or a project needs to be funded that would explore at least 
perceptions of both learning and behavior changes resulting from training. 

9. More short-term courses (2-3 days) are needed to attract executives 
to EDF. 



Bangladesh Management Develo_pment^entre_ (BMDC) 

Description . The Bangladesh Management Development Centre (BMDC) 
was established in 1961. It is now an autonomous institute with a Board of 
Governors within the Ministry of Industries. The Centre has three basic 
objectives s to provide day and evening in-service management training to 
managers across industries and sectors as well as in specific industries and 
organisations * on request; to conduct research in management and management 
development; and to provide consultancy services. The Director General is 
responsible for the overall administration of BMDC as well as tha activities 
of the Dhaka Centre. There are two Deputy Directors* each responsible for 
one of the sub-centres at Chittagong and Khulna. In 1 983-4 , BMDC offered 
199 courses to 1,844 participants* Two post-graduate diploma programs are 
offered—Personnel Management and Industrial Management. The Personnel 
Management diploma has just been added to the Chittagong Sub-Centre; the 
other is scheduled to be added next year* The BMDC has its own facilities 
in Dhaka. A yearly schedule and an annual report are both nicely printed. 

Originally the focus was on supervisory and firstKLevel management. 
Some changes are occurring, however, with middle-management training at 50%, 
upper-level management at 20%, and supervisory training at 30% and declining 
because of the increasing amount of such training occurring in-house. The 
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Centra has also begun a "Train the Trainer" program, A major needs 
assessment study was conducted in 1982 and has been used extensively. 
Current instructional approaches include case studies, discussion, 
syndicates (small groups), and media, The BMDC is an active member of the 
E3TD, Except for the senior staff (who began in the '60s) and the very 
junior staff , all faculty have practical experience* "Course reaction forms 
are used to evaluate all courses - 

Executive Critique . Executives responded to BMDC in a way similar 
to their response to IBA-^in fact, many executives chose not to, or could 
not, distinguish between the two programs, BMDC does not have an image of 
an executive development program— apparently the new emphasis toward EDF has 
not yet widely impacted on BMDC's reputation* Their response to the job 
being done at the lower levels of management is quite positive, in general, 
though there is some perception that the BMDC programs are not as rigorous ' 
as they once were, a reason why some companies (especially multinationals) 
are turning to in-house training, While there is also a perception that its 
faculty do not have practical experience, this does not appear to be valid, 
with some exceptions, It may be a problem of faculty not sufficiently 
incorporating their practical experience into their classes. 

Consultant Observations and Recommendations , The BMDC program for 
executive development appears to be the" most advanced in the country. There 
are some concerns that exist, There continues to be the need for more 
advanced, specialised executive development courses. The existing courses 
need updating, especially as they relate to the objectives (non-behavioral 
and written from the perspective of the instructor) and the descriptions 
(uninteresting and non-informative). The Centre is having some difficulty 
keeping their staff because they are good and highly competitive salaries 
are being offered to hire them away. Finally, there remains a need for more 
on^the— job evaluation to take place. 

Specific recommendations include* 

1, With the move towards increased executive development, a new needs 
assessment study should be conducted, perhaps in cooperation with IBA, 

2, An advisory committee is needed consisting of managers from several 
sectors and different levels of responsibility. Such a committee could 
serve functions of curriculum review, new course/seminar instigation, case 
study resources* equipment and facilities recommendations, faculty 
recruitment, publicity review and suggestions, and so on, 

3, As curriculum is rewritten and updated, attention needs to be given 
to objectives * to ensure that they are written in behavioral terms from the 
perspective of the learner rather than the instructor. At the same time 
course descriptions need to be more interesting and informative* 

4, At minimum* a telephone followup evaluation of a sample of previous 
participants needs to be conducted as part of the summative evaluation, 

5, If salaries cannot be raised to keep the good faculty members, 
perhaps there are other benefits that can be improved so that it is not as 
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tempting for good faculty to leave, This possibility should be explored, 

6. Continue to encourage faculty to acquire all of the practical 
experience they can, particularly junior faculty, 

7* Conduct a "Train the Trainer" program for BMDC staff and other 
interested persons (perhaps with the help of a World Bank consultant), 
especially to improve on the ability to incorporate practical illustrations 
into classroom presentations, 

8, Careful attention needs to be given to the appropriateness and 
sufficiency of computer software and equipment needs for classroom 
instruction, as computer use in Bangladesh increases, 

9, An improved student reaction form is needed that will be easier to 
complete, easier to summarize* and will give more useful information, 

10, More short-term courses (2-3 days) are needed to attract executives 
to EDP. 



Dhaka University 

Executive Development History . Dhaka University's Faculty of 
Commerce are located in four departments — Accounting, Finance, Marketing, 
and Management, The first executive development course—Finance for Non- 
Financial Executives— was offered in 1975, That course and others were then 
offered periodically and successfully through 1980, at which time there was 
an unscheduled closing of the University, Since that time, the executive 
development focus has remained dormant* 

Under the World Bank Project's impetus, an EDP coordinator has been 
appointed in each department with an overall coordinator (Habibullah) , 
Recently, a proposal for a post-graduate diploma for managers, to be offered 
in the evenings, was turned down by the Academic Council, Apparently there 
were insufficient contacts made before the matter came to a vote. 

At the time of my last visit the faculty committed to three actions to 
be taken within the next three months i 

1, To draft a set of rules within which EDP in each department would 
operate uniformly. The above named EDP committee was given this 
responsibility, 

2, To resubmit the proposal for an evening diploma following 
discussions with appropriate faculty prior to the vote, 

3, To offer at least one EDP seminar, 

Recommendations , This consultant's recommendations are* 

lm UGC needs to followup by the end of December to determine whether 
the three-month objectives have been reached. 
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2, An evening option, as a part of faculty load, is essential — space 
facilities are more available, executives will not have conflict with work 
requirements, and faculty will improve quality as they increase their 
contact with business executives, 

3, The faculty should consider a proposal to the University to receive 
similar treatment to that granted to the Institute for Business 
Administration, For that to occur, it may be necessary for a separate 
organization such as a School of Business. 

4, In preparation for the next EDF consultant visit, each department 
at minimum should conduct a needs assessment and construct case studies for 
the seminars identified, Such seminars can then be offered for feedback 
during that visit. 



OBJECTIVE 4: NATIONAL CONFERENCE 



On September 13, I presented a paper on "Bangladesh Experiences with a 
Model for Management Development" at the First National Conference on 
Entrepreneurship and Management Development in Bangladesh co-sponsored by 
the Faculty of Commerce. of the University of Chittagong and the Asia 
Foundation in Dhaka* The paper was based on an early draft of the section 
of this final report based on the model* Approximately one hundred 
participants were in attendance, including academics and business people* A 
press release news report announcing the conference is shown in Appendix 13, 

Recommendation s This conference is an excellent example of the 
Gomiaerce faculty at the University of Chittagong reaching out to create a 
bridge with the business people in Bangladesh, They are to be commended for 
the effort and encouraged to continue the conference on an annual basis, as 
currently planned, with more involvement of executives in the planning and 
presentation stages. 



OBJECTIVE 5 i CASE STUDY SEMINAR 



On September 15, Dr, Mugaffer Ahmad and I met with five executives from 
Pfizer Laboratories (Bangladesh) Ltd. to present a seminar on writing case 
studies, (See Appendix 14 for an outline of my portion of the 
presentation.) 

By the end of the seminar, the commitment had been made to do two case 
studies and have them reviewed by Dr, Ahmad and myself for feedback, Their 
goal is to write three-four major cases and 10-15 minor cases before the end 
of 1986, Their interest* primarily % is to use the cases in their in-house 
management training, though with some slight changes they can be used more 
broadly. 
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Re c omme nd a tions 

1* The commitment of Pfiger to permit the cases to be used beyond 
their own organization needs to be confirmed before more energy is committed 
to working with this project. If they meet their goal, a considerable 
amount of time could be expended in reviewing that many cases* 

2, Dr. Ahmad needs to follow-up by the end of October to determine the 
status of the cases under development if they have not yet been received for 
review- Further assistance may be needed at that point to move the process 
forward ■ 



OBJECTIVE 6% ACADEMIC COUNSELLING 



As outlined in Appendix 2, I met with a number of people to talk with 
them about academic pursuits in the United States and to review/advise on 
research projects* I will follow up with letters, phone calls, and 
conversations, as needed, to provide the information requested. 



POST-TRIP ACTIVITIES 



Several project related activities occupied several days of post-trip 
time, including! 

1, Completion of the final report, monitoring of final typing, and 
proofreading and duplicating of final report, 

2, Completion of the case study publication, monitoring of final 
typing, and proofreading and duplicating of final report, 

3, Follow-up of requests for information regarding admissions, 
visiting professorships, immigration, etc, 

4, Provided sample curricula and lists of software, wrote letters to 
software companies, and so on, in response to specific requests. 



ADDITIONAL RECOMMENDATIONS 



The following recommendations are offered in addition to those 
recommendations made previously in this report. 

To the Government of the People's Republic of Bangladesh 

1* High priority needs to be given to executive development of the 
bureaucrats in the Ministries of Industry, Commerce and Finance* Ideally, 
this training would take place wih executives so there could be an open 
exchange of mutual perspectives, (See the editorial, "Quality Management," 
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from The Bangladesh Observer , September 5, 1985, 5, copied in 
Appendix 15*) 

2* Further, Che bureaucrats need to be in place for a sufficient 
period of time to understand the problems encountered by the people with 
whom they are working and the implications of their decisions, A profes- 
sionalized civil service staff needs to be developed, The current policy of 
frequent transfers needs to be changed, 

3, Delegation of authority by the Ministries is essential if 
managerial effectiveness is to occur, Otherwise, much of the EDF in the 
Public Sector will be wasted—managers will not have the freedom to exercise 
their newly developed managerial skills, 

"o University grants Commission 

1, An EDF consultant is needed to work with Rajshahi University on an 
intensive basis* Before the consultant comes, a needs assessment needs to 
be conducted and case studies written in the areas appropriate to the topics 
identified , 

2, The government bureaucracy and labour unions need to be approached 
to determine their willingness to participate in the EDF efforts sponsored 
through the EMIT* 

3, A microcomputer consultant position should be considered to give 
advice specifically to BMDC re? equipment, curriculum, instruction, and 
especially software, 

4, It would be helpful to have an EDP coordinator for the country to 
continue the impetus that has begun* Such a person should receive education 
in the training and development area, to improve that person's ability to 
consult in EDP with each of the faculties, 
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Appendix 1 

PROGRAMME FOR PROFESSOR GARY N. McLEAN (CONSULTANT EDP) 



20th August Tuesday Afternoon 
21st August Wednesday 8.30 a.m. 

9.30 a.m. 
10-30 a.m. 

3.00 p.m. 

4.00 p.m. 

5.00 p.m. 

22nd August Thursday Morning 

Af ternoon 

23rd August Friday 
24th August Saturday 

25th August Sunday 
26th 

27th August M.T.W. 
28th 

29th 

30th August T-F-S. 
31st 

1st Sept. Sunday 



i Arrival by BA 144. 

* Discussion with Project Coordinator. 
: Call on Chairman s UGC. 



t BMDCj Discussion with DG & Faculty* 

t Meeting with Managing Directors B0L. 

t Dhaka University Commerce Faculty. 

t IBA Faculty for familiarisation and 
fixation of programme at each 
institution* 

\ Meeting with Business Executives at 
Dhaka (BTMC s BSCIC* BCIC, PFIZER. 
ETC*). 

i Meeting with Business Executives at 
Dhaka and visit to an enterprise, 

* Leave for Chittagong. Stay at 
Agra bad Hotel. 

t Meeting with Dean, Commerce Faculty to 
frame up programme at Chittagong. 

* Meeting with available Business 
Executives. 

t Meeting with available Business 

Executives along with attached Chit- 
tagong University, Commerce Faculty. 



* Holidays. 



* Meeting with available Business 

Executives along with attached faculty 
of Chittagong University and frame up 
program for Chittagong. 

: Meeting Chittagong University Faculty 
and discuss EDP Model and identify 
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2nd Sept, 
3rd Sept. 
4th Sept* 
5th Sept* 

6th Sept* 

7th Sept. 
8th Sept. 
9th Sept* 

10th Sept. 
11th Sept. 
12th Sept. 

13th Sept. 
14th Sept* 

15th Sept. 



Monday 
Tuesday 
Wednesday 
Thursday 

Friday 

Saturday 

Sunday 

Monday 

Tuesday 

Wednesday 

Thursday 

Friday 

Saturday Morning 

Afternoon 
(3 p.m. -5. 30 p.m.) 



Sunday 



Morning 



16th Sept. 
17th Sept* 



Afternoon 
(3 p.m.— 5*30 p.m*) 

Monday 



Tuesday 



program for exploration. 

i Followup in the field with identifica- 
tion of target population groups* 

■ Followup in the field with needs 
assessment of target population. 

t Design the content, course descrip- 
tion, pedagogy. 

t Finalise "Training" programmes and 
select one/two for launching the 
following week* 

t Holiday/contact possible Business 
House* 

t Solicitation/Marketing of Course* 
' Start program I 

: Continue and conclude program I 
including Evaluation by Participants, 
Faculty and (to be done later) by 
employers* 

Start program II 

Continue program II 

Conclude program II (including 
Evaluation) • 

Return to Dhaka. 

Overview of BMDC program for Evaluation 

Seminar Model for organising EDP at 
BMDC. 

Overview of IBA (8-10 a.m.) and Dhaka 
University Commerce Faculty (10-12 
noon) EDP program for Evaluation. 

Seminar continues at BMDC. 



Meeting at UGC for verbal presentation 
of Report* 

Departure by BA 145. 
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Appendix 2 

ACTUAL PROGRA^ffi OF WORK 
for Gary N. McLean 
(1985) 

August 18-20i Travelled from Minneapolis/St. Paul to Dhaka 

August 20: Met with Muzaf fer Ahmad to discuss plans for the 

assignment 

August lit With Muzaf far Ahmad i 

Met with the Coordinator from University Grants Commission 

(UGC), Ms Safiullah, to develop programme 
Met with UGC Director, Pr* E. Bari, to obtain approval of 

proposed programme 
Met with Bangladesh Management Development Center (BMBC) 

personnel; M* Serajul Islam, Director General; Manzoor 

Murshed, St* Management Counsellor , Computer Service; 

M. Akh t a r uz zaman , Management Counsellor, General 

Management Division 
Met with A. Hasanat Khan, Managing Director, Bangladesh 

Oxygen Ltd* 

Met with A,H*M. Habibur Rahman, Dean of Commerce, Dhaka 

University, and five faculty members 
Met with Hafiz G.A, Siddlqi, Director, Institute of 

Business Administration (IBA) 

August 22 i Met with Lee Nehrt, another World Bank BMET consultant 

Met with M. Safiullah to have EBP model and programme typed 
Met with Abu Sayeed, Chair, Bangladesh Textile Mills Corp, 
Met with Mushfequr Rahman, Chair, Bangladesh Small and 

Cottage Industries Corp. 
Arranged for transportation to Chittagong 

Met with S.H, Kabir, Managing Director, Pfizer Laboratories 

August 23 1 Toured Olympia Textile Mills 

Met with M*A. Jalil, General Manager, Olympia Textile Mills, 

and five of his managers 
Began work on Pfizer Case Study Seminar 
Took night train to Chittagong 

August 24 z Met with Aghar-ml Islam, Chief Training Coordinator, 

Petroleum Corp* Training Center 
Met with staff of Faculty of Commerce, University of 

Ghittagongi Mohammad Aliimdad Khan, Dean; Amal B. Nag, 

Prof* of Acctgi A*J*M* Nuruddin Chowdhury, Assoc* Prof, 

& Chair of Mgmt; Md. Abdul Hye, Assoc* Prof, of Acctg; 

Md. Mainul Islam, Prof* of Mgmt; Abdul Mannan, Assoc* 

Prof* of Mgmt 
Met with Munirul Islam, General Manager, Meghna 

Petroleum Limited 
Met with Mahtabuddin Khondkar, General Manager, Sonali Bank 
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Met with N.W* Rhandakar, Executive Director (Technical) and 
Kafiluddin Ahmed Chowdhury, Secretary, Bangladesh Shipping 
Corp* 

Decision made to prepare three seminars: In Search of 
Excellence (1 day) s Deeision^Making (2 days), Motivation 
(2 days) 

Prepared for evening session with three faculty to be 
associated with me in seminars 

Met with two faculty members i Abdul Mannan (Excellence) and 
Araal B. Nag (Decision— Making) * Md* Mainul Islam 
(Motivation) unable to attend- Worked through first two 
aspects of the model* Objectives and course descriptions 
to be completed by Thursday. 

Met with Mannan and Nag 

Met with M*M. Ispahani, Director , Ispahani Enterprises, a 

holding company for several enterprises $ including real 

estate, tea, shipping, etc* 
Met with Habibullah Khan, Managing Director, and Md« Amin 

Ullah, General Manager, Meenhar Sea Foods, Ltd* 
Met with A.K. Ghose, Manager » Meenhar Agencies $ Ltd* 
Met with G*M* Quader, Operations Manager, Jarauna Oil Go* 

Ltd. 

Met with G.M. Chowdhury, Finance Director, Glaxo Bangladesh 
Ltd* 

Toured production and inventory facilities, Glaxo 
Bangladesh Ltd. 

Eid Holy Days 

Met with Mannan to work on ^ Excaiience ,, presentation 
Worked on presentations for the three seminars 
Began work on project report 
Began article based on the project 

Met all day with Mannan and Nag to review objectives 
and seminar descriptions , and to develop publicity 
Drafted the information sheet (flyer) 
Continued work on "Excellence" presentation 

Met with Dr. Islam to review the first two stages of the 
model and develop objectives ; discussed his objectives 
for 3^month leave 

Typed flyer 

Typed article 

Completed model 

Met with Islam of PCTG to arrange further visits 
Met with A*M. Faruque Ahmed, Marketing Manager^ and 

Ihsanul Haq s General Manager, Burmah Eastern Ltd* 
Met with A*M. Khan, Finance Manager! M*A* Hasib, 

General Manager* and K. Gyasuddin, Supt* of Personnel, 

Eastern Refinery Ltd* 
Met with Mr* Islam, Security Officer, and Tipu Ahmed, 
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Director, Chittagong Export Processing Zone, Reviewed 
display of long-term plans. Toured Regency Garments 
Ltd,, a towel mill^ and a Japanese chain manufacturing 
enterprise * 

Met with Khurshid Anwar , Commercial Manager, and M,H, 
Sheriff » Technical director, Regency Garments Ltd* 

Prepared letter about the seminars for Dean Khan's 
signature 

Prepared for seminar on Executive Development Programmes 
for Commerce Faculty, Univ. of Chittagong 

September 1: Travelled to University of Chittagong 

Met with Dean Khan regarding seminars 
Presented seminar on Executive Development Programmes 
Model 

Met with Fashiul Alam, Assoc, Prof, of Mgmt, to discuss his 

paper on Labour Unrest in Bangladesh to be presented at 

the national seminar on Sept* 13-4 
Met with Moshahidur Rahman, Assoc. Prof, of Mgmt, to discuss 

his Ph.D. thesis proposal for Dhaka Univ. on Mgrat 

Development in Bangladesh 
Met with Ismal, Nag, & Mannan to develop seminar outlines 

and pedagogy 

September 2: Met with Ali Akbar Chowby , Director of Personnel and Legal 

Affairs, and Board Member, Lever Bros* (Bangladesh) Ltd, 

Met with Captain Jamilur Rahman Kahn, Director (Adminis- 
tration); A.N.M.A. Monin, Manager of Training; Md, Ghulam 
Rasul, CPO; and Captain S.M. Ashraful Islam, Board Member, 
Chittagong Port Trust 

Met with Misbahuddin Khan, Vice-chairman, Dock Workers 1 
Management Board - 

Met with Moshahidur Rahman (Chittagong Univ* Commerce 
faculty member) to discuss his Dhaka Univ. Ph.D. 
dissertation proposal* Will meet again to review revised 
proposal and discuss Fh,D* options in the U.S. 

Met with K. Gyasuddin, Supt, Personnel, Eastern Refinery 
Ltd* to begin work on case study in motivation 

Continued work on "Excellence" seminar 

September 3: Met with Md* Amin Ullah, General Manager, Meenhar Sea 

Foods Ltd, to develop case in decision^makingj two 
resulted 

Met with Aghar^ul Islam, BPCTC , to work out final 

arrangements for 9/5 seminar 
Drafted two cases based on the Meenhar information and 

started a case based on research study conducted by 

Chittagong University Commerce faculty 
Met with a representative from Institute of Cost and 

Management Accountants of Bangladesh (ICMA) to finalize 

arrangements for presentation on excellence on 9/7 
Met with Nag to begin a case based on a pharmaceutical 

company 
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Completed the draft of the ceramic tile case 
Developed evaluation/ reaction form for "Excellence" 
seminar 

September 4i Met with Md, Amin Ullah of Meenhar Sea Foods to have 

him critique two cases 
Completed the "Excellence" handout 

Took handout and evaluation form to BPGTC for typing and 

duplication; visited briefly with Islam 
Typed final copies of two case studies? Bangladesh Sea 

Products Ltd. (Parts 1 & 2) 
Typed draft of Bangladesh Pharmaceutical Products Ltd, case 
'Reviewed Sishu Milk Products Ltd* case for appropriateness; 

will use without change 
Met with Nag and Mannan to review evaluation form and 

handout for "Excellence 11 seminar 
Reviewed Nag's outline for Decision-Making 
Briefly reviewed the two cases now in draft 
Continued work on "Excellence" presentation 

September 5t Conducted seminar on "Managing for Excellence in 

Bangladesh" with Mannan; 50 participants; evaluation 
very positive 
Attended wedding of Commerce faculty member 
Began reading for Motivation seminar 
Began preparation for Decisionmaking presentation 
Began typing of Decisionmaking handout 
Summarized participant evaluations of seminar 

September 6i Met with Mannan to review and revise the Sanitation Products 

of Bangladesh Ltd* case on decision— making 
Reviewed with Mannan the summary of the participant 

evaluations for the seminar on "Managing for Excellence 

in Bangladesh" 
Wrote the draft of Towers (Bangladesh) Ltd, case 
Typed the final copy of the Sanitation Products of 

Bangladesh Ltd* case 
Typed the Managerial Decision-Making handout 
Met with Nag to review the Decision-Making outline and to 

review the Bangladesh Pharmaceutical Products case 
Met with K. Gyasuddin* Supt* Personnel Eastern Refinery 

Ltd* on information for three cases 
Typed the Bangladesh Pharmaceutical Products case, and 

three other cases, in final form 

September It Began work on the final report 

Met with Br* Islam to work out pedagogy and outline for 

Employee Motivation seminar 
Met with Najmul Hug Chaudhury, Managing Di rector f 

International Tank Terminals (Bangladesh) Ltd* and 

International Oil Mills* Ltd* 
Presented seminar on "Managing for Excellence in Bangladesh" 

at ICMA (Institute for Cost and Management Accountants of 
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Bangladesh) meeting 

September 8s Continued work on final report 

With Nagj presented first day of Managerial Decision=41aking 

seminar; 40 participants 
Wrote paper for University of Chittagong National Seminar 

on Entrepreneurship and Management Development in 

Bangladeshi "Bangladesh Experiences with a Model for 

Executive Development" 

September 9: Wrote draft of article for The Cost and Management Journal; 

"Business^Academic Partnership for Improved '™ 
Professionalism in Accounting in Bangladesh" 
With Nag* completed seminar on Managerial Decision^Making 
Summarised participant evaluations from seminar 
Prepared Employee Motivation presentation 
Met with Moshahidur Rahman to review his revised Ph.D* 

dissertation proposal for Dhaka University and to discuss 
Ph.D. options at the University of Minnesota 

September 10: Prepared and typed handout for Employee Motivation seminar 

Typed final copy of article for The Cost and Management 
Journal 

With Islam, presented first day of seminar on Employee 
Motivation! 34 participants 

September Hi Completed compilation of materials for case study 

publication 
Continued work on final report 

With Islam, completed seminar on Employee Motivation 
Summariged participant evaluations from seminar 
Met with Julian Gonsalves to discuss undergraduate 
business administration options in the United States 

September 12: Visited Section Steel Industries Ltd. (old ship breaking) 

Visited A.G. Trading & Co* Ltd. (re-rolling mill) 
Met with Shabbir Ahmed Chaudhuri of the Commerce faculty 

of Univ. of Chittagong to discuss MBA options in the 

United States 

Prepared presentation for University of Chittagong* s 
National Conference and proofread duplicated paper 
Continued work on Final Report 

September 13: Attended first day of University of Chittagong' s National 

Conference on Problems of Entrepreneurship and Business 
Management in Bangladesh. 

Presented paper on "Bangladesh Experiences with a model for 
Management Development" at the above conference 

Continued work on Final Report 

Met with M.A* Matin, Senior Management Counselor and In= 

Charge, BMDC > Chittagong 
Travelled from Chittagong to Dhaka by train 
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September 14: Met with M» Serajul Islam^ Managing Director, BMDC 

Met with Eafiz G*A* Siddiqi, Director, Institute of Business 

Administration (1BA) and seven faculty members , including 

G» Fazlul Karim, IDF chair 
Continued work on Final Report 
Prepared notes for Pfizer Seminar 

September 15 1 Met with Dean A-H-M* Habibur Rahman, Dhaka University, and 

six Commerce faculty members 
Discussed research on "Effectiveness in Banking Management" 

with Durgadas Bhattaeharjees Assoc. Prof* of Management * 

Dhaka University; will follow-up 
With Muzaffer Ahmad ? presented case study seminar to 

S,Hp Kabir, Managing Director* and four other executives 

of Pfiger Laboratories 
Presented final wrap-up session seminar to faculty from 

each of the five units I IBA, BMDC, and Commerce 

faculties from Dhaka t Chittagong* and Rajshahi 

Universities 
Continued work on Final Report 

September 16: Presented summary of activities and recommendations to 

University Grants Commission 
Met with Dean A*H*M* Habibur Rahman, Dhaka University 
Completed draft of Final Report 

September 17-18: Travelled from Bh^ka to Minneapolis 
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MODEL FOE MANAGEMENT/EXECUTIVE DEVELOPMENT 
(Bask) 

Gary N, McLean 

M «ZE 2,0 DESIGN 3,0 DEVELOP U IMPLEMENT 5.0 EVALUATE h CONTROL 

H IDENTIFY TARGET 2,1 DEFINE LEARNER 3.1 DETERMINE CONTENT U DEVELOP AND 5,1 CONDUCT EVALUATION 
POPULATION CHARACTERISTICS CARRY OUT 

3,2 SEQUENCE CONTENT MARKETING PLAN 5,2 REVISE COURSE 

1.2 IDENTIFY NEEDS 2.2 IDENTIFY DEVELOPMENT 

CONSTRAINTS 3,3 IDENTIFY DELIVERY U COMPLETE 5.3 CONTINUE DEVELQPMEN 

METHODS ARRANGEMENTS & OFFERING 

2.3 IDENTIFY IMPLEMENTA- 
TION CONSTRAINTS U IDENTIFY & DEVELOP y DELIVER 

INSTRUCTIONAL 

2.4 ESTABLISH TRAINING MATERIALS 
OBJECTIVES 

3,5 IDENTIFY REWARD 

2.5 WRITE COURSE SYSTEM 



DESCRIPTION 



3,6 DEVELOP LEARNER 
PERFORMANCE 
ASSESSMENT TOOLS 



3.7 CRITIQUE 

APPROVE PROPOSAL 



LP ANALYEI 

1.1 IDBHTiFY TAROET 
FOFULATIOH 

140 LiVil 

1400 Inutpriniur 

1401 lupirvisgr 
lilOl Junior Manager 

1403 Hiddli4Unager 

1404 Uppif-Hanapr 
LiOl ixicuEive 

141 Industry Ofoup 

1410 linking 
IJU Energy 

1412 Api-iuilniii 

1413 Textiles 

1414 Fbaraaeeutkal 
141 J Heavy Hinufieluring 

1416 Other 

1417 HIsed Group 

14 IDEHTIFY HEEDS 

1.20 Observation 

1.21 Intirvlew 

L210 Self 
L211 Sugirvigsrg 
1.212 hm 
1413 Subordinates 
lM Custoiagrs 

1 .22 Surviy 

1*23 CrUicii Incident? 

144 Literature 

145 Advisory Board 
1,26 Othir 



2.0 DESIGN 


3,0 DEVELOP 


4.0 IMPLEMENT 


24 DEFINE LEARNER 
CHARACTERISTICS 

240 Ml Experience 

2 ill idueatian 


34 DETERMINE CONTENT 

3.2 SEQUENCE CONTENT 

3.3 IDENTIFY DELIVERY METHODS 


44 DEVELOP AND CARRY 
OUT HARKETING PLAN 

440 Develop 1 Maintain 
Ma Base 


242 Age 

24J MeEivatien 

hU Qthtr 

2,2 IDENTIFY DEVELOPMENT 
CONSTRAINTS 

240 DivilopQini Tiffie 

2.21 ml Ogipeteneieg 

242 Budget 


3.30 Lecture 

3.31 Urge Group Disiyigkn 
3 >32 Siill Sigypi 

3.33 Cage Study 
3*34 Brainstorming 
3.35 HiWi 

3.34 Roll ilaylng 
3-37 On-EhHeWHenEsr 


4 400 Previous Enrsliies 

4401 Petintiil Enfgllees 

441 Bgvelep I Distribute 
FubliciEy 

4410 !i«ly Sehidule 

4411 Flyer (Info Sheet) 

4412 Newspaper Ad/Artkle 

4413 Litttr 

4414 Telephone 

4415 Other 


2,23 Equlpsint 1 Supplies 


3,31 Osfligs 


4,2 COHFLETE ARRANGEMENTS 


244 Other 


3,39 Other 


§40 tuition 


2,3 IDINTIFY IMFLSIENTATION 
CONSTRAINTS 


3*4 IDENTIFY h DEVELOP 

INSTRUCTIONAL MATERIALS 


441 Rbbui Arrangeignt 

442 Rifriihsenti 1 Heals 


240 Location 


3,40 Hifltoyti 


4 i 13 Supplies I Iquipignt 


Ul Schedule 


3,41 Media 


444 Instructional HaEeriali 


2,32 Staff 


3,42 Books 


445 RigiiEr§£ien§ 


2.33 Other 


3,43 Notes 


446 Trgvel 


U ESTABLISH TRAIHIHC 
OBJECTIVES 


3*44 Cigii 
3i4S Frobliii 


4.27 Houalni 

4.28 Other 


2,5 WRITE COURSE DESCRIPTION 


IM Other 


4,3 DELIVER 
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3.5 IDENTIFY REWARD SYSTEM 

3,50 Improved GonipeEenee 

3 Jl Association with Other 
Execu lives 

3.52 Away from Office 

3.53 CertifkaEe 

3.54 Press lien Opportunity 
J, j| Other 

3,6 DEVELDF LEARNER PERFORMANCE 
ASSESSMENT TOOLS 

3-60 Self Assessment 
Quiittennairg 

3.61 Tut 

3,610 Ferfgrianei 
3, ill Info rjat ion 

3.62 Pfojeet 

3.63 On^thi^jeb Observation 

3.64 Oral hrtkipition 

3.65 Ofchtr 

34 CRITIQUE AND APPROVE PROPOSAL 



S,Q EVALUATE h CONTROL 

54 CONDUCT EVALUATION 
340 Forgive 
541 SuflsnaUve 

5410 Reaction 

5411 Learning 

5412 iehsvigf 
5,113 Remits 
54U Other 

54 RIVISI COURSE 

54 CONTINUE DEVELOFMEir 
h OFFERING 



A I 

1 i 

(I H 

2 Fl ^ 

3 PS 



> 

ft 



3 

h 

H 



y 

0 



36 



31 



E^SOTTXVE BBTOiOHmTT PBOGRAlOdl 

Se mj - npi rs for 6 Managers at as east ©©^sponsored byi 
World Bmn^/BwsigLmAm sh Management ^ducati©n and draining Preject 
and the PaeuX^tey of Commerce, University ©f Ghittagong 
in association wi-fc^ the Petroleum Gorporation Training Gentre 

Seminar #1: HANAGIHG POS KOMiLaJOl IN BANGLADESH 

D© you manage as iMelliat organization? If mo f would you like t© 
share your experiena^e with executives of other excellent organisa- 
tions? If not, wetaia you like t© hear ©f others* experiences with 
exceiaenee? Edi seminar will explore the meaning of business 
excellence, the pr*imeiples for excellence described in a recent 
best-seller, "In Searoh q£ Excellence," end those principles that 
support "business ax©ell@nei locally* 

Seminar Leaders! Ifcr* dary N. McLean, Prcfessor ©f Management 
and. Organisation Development f University ©f 
Mi rm esota, USA; Abdul Hannan, Associate Professor 

Management, Ghittagengf sad executives from 
*tn.« petroleum industry* 
Placai Petroleum 0©x*p©ration Gaining Gentre, Chamber House, 

33; Agrabad., Qhittagong 
Times 9i00 a.m. ~ liOO p.m. . Datex September 5, 1985 
Fees: None; a limitaa number of vacancies is available 

Seminar #2§ MAIJAdERXAli DEGISION-HAEIN&S A LOOK AT Tiffi OP2I0NS 

Deeision-maJring ©Qn"fcx*±butss directly to overall managerial effe©*- 
tivenese and should, the principal basis for a manager's per— 

fermsnce ©valuation* This seminar is designed to assist middle 
and upper managers o^ public §g| private sector organisations in 
adopting effective methods and techniques of deeisicn-maltiLng. 
Participants will apply the acquired skills to real-world business 
situations within -fctie seminar* 

Seminar Leaders i Br# Clary N. McLean, Professor of Management 
and. Organization Development, University ©f 
Minnesota, USAf Anal B# Nag, Pr©fess©r of 
Aecoimtingi Ghittagong University 

Places Petroleum Goarporatien gaining Otstrt, Chamber House, 
36, Agrabad,* Ghittagong 

Time: 2:00 p.m. - SsGO p»m. Dates: September 8-9, 1985 

Pee ss Hone 



Seminar #3s BSPLTOBB MQTXYAKONs WHAT WQHES? 

Do you have trouble motivating your employees? This seminar will 
review both westers, and developing countries* experiences with 
metivati©n and previa© specif i© suggestions for motivating 
employees. Participants trill apply motivational principle* to 
real-world business situs/fci©ns • 

Seminar Leaders i Tnc * Gary N. McLean, Professor of Management 
*=»T-t«^ Organisation Development, University of 
Minnesota, tJSAf Dr. Md. Mainul islam, 
Profs§§or of Management, Ghittag©ng University 

Places Petroleum Gorpo^ition Training Gentre, Chamber Reuse, 
38, Agrabadr Ghittagong 

Times 2s00 p.m. - 6sO0 p.m. Datesi September 10— ll f 1985 

Pees: Hen© 

TO BESEEVE A PLAGE for you and your managers, leave a message for 
Professor McLean (Bcom 208) with the operator at the hotel! 
500111-20 • Leave names, organisation, and seminar (s) ©f interest. 
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stem, wiwcift 



Dear Business aceoutives 




Prot Muhammad Ali Imdad Khan 

DEAN, FACULTY OP COMMERCE 
UNIVERSITY OP CHITTAGONG 
CHITTAGONQ, BANGLADESH. 

September 1 # 1985* 



I wish to express my deep appreciation for the hospitality 
that you extended recant Xy to Dr*Gary McLean of the World 
Bank/Bangladesh Management Education and Training Project* 
The information that has been shared with by you and 

other executives will greatly enhance the effectiveness of 
the projects 

On the basis of the input given # three executive development 
seminars have baen developed for those areas in which execu- 
tives say their managers are most in need of training* These 
seminars are fuHy described on the attached inf ormation 
sheet* They will be presented by Dr. Mclean and mmtomrm of 
the University of Chittagong Commerce Faculty. The presen- 
tations will each be geared to the specific business climate 
found in Bangladesh and will include applications to actual 
business situations* 

pur expectation is that top-level executives will participate 
in seminar 1 and that each organization will send 2-3 of 
their middle— to upper-managers for seminars 2 and 3* We are 
fortunate in being able to offer these seminars at no coat 
to you* We invite you and your managers to cone and chare 
your e3^erienc#s with us and with other executives* 

Sincerely yours $ 



(MD.ALI IMDAP KHAN) 
Dean. 
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Appendix 6 



"Seminar ok '_' 
Executive 

Development for 
Managers today 

A sc^nar on executive 
development for" managers 
jointly sponsored by World 
Bant^Bangladcah Manage 
meat Education sod Training 
Frojeei mud Faculty @r 
rfmmnim, Chittwoiig 
Jmw&mty in association 
mm (he Petroleum Corpor- 
aUois Training Centre will * 
bs Mid today a p a, @i ^ 
the Petroleum Corporation 4 
Training Centre • ay i a press 
release. M - . . 

This •ominar frill explore 
**ie meaning of - business 
silence, the principles for 
excellence descridedio a 
Went best-teller, **Jii Search 
of Excellence,** aed those 
principles that support bus* 
mess excellence locally; . j 
_ Seminar Leaders ore 1 
Dr, Gary N/MoLeuj : ltoJs* 
ssoE of Management ■ and * 
Organization DeveJopment 
Iteiirertity of Minnetota 
USA and Mr Abdul MaaaaL 
Associate Professor of Ma- 1 
nageincnt, ChitUgoog .^nd ' 
executives from the petrol- 
enm industry- ?- . ■ \ * 



From* The Daily Llfe 9 September 5, 1985 * p* 6, 
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Appendix 7 

Executive Development Programme Seminar 
MANAGING FOR EXCELLENCE IN BANGLADESH 
September 5, 1985 

Co— sponsored by: 

World Bank^Bangladesh Management Education and Training Project 
and tUne Faculty of Commerce, University of Chittagong 
in associ^a tion with the Petroleum Corporation Training Centre 

SEMINAR DESCRIPTION:^ An exploration of the meaning of business excellence $ 

the principles for excellence described in a recent best-- 
seller > "In Search of Excellence p " and those principles that support business 
excellence locally* 

SEMINAR LEADERS : D^r. Gary N, McLean, Professor of Management and Organization 

Development, University of Minnesota, USA; Abdul Mannan , 
Associate Professor of Management s University of Chittagong* 

SEMINAR OBJECTIVES? By the conclusion of the seminar , participants will be 

able to t 

1, Define characteristics of excellence in business* 

2, List and briefly describe the eight principles for excellence presented 
in "In Search o£r Excellence." 

3* Identify which of the eight principles for excellence apply to the business 

condition! of Bs^ngladesh, 
4* Identify additional principles for excellence that apply specifically to 

local business c^onditions. 

SEMINAR SCHEDULE AND* OUTLINE t 

0900 Asiiinbiy, Fellowship and Registration 
0930 Welcome Addir-^ss and Inauguration 

0940 DEFINITION 0*W ORGANIZATIONAL EXCELLENCE (Brainstorming) 

"If you weresr to identify the ten most excellent organizations in 
Bangladesh, ^hat organizational characteristics would you look for?" 

T.J. Peters ^ R* H, Waterman, Jr. In Search of Excellence s 
Lessons fronx. America's Best-Run Companies' * Warner , 1982, 

Innovation— continually responding to change in environment 
Presdge 

Growth Measir xasi 

1 « Compound asset growth 
2. — Compound equity growth 

3 * Ratio of market value (share price x shares 

outstanding) to book value 
Return on Ca^pltal and Sales t 

4 ~* Average return on total capital 
3 — Average return on equity 

6 «— Average return on sales 
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(Top half of its industry in four of six measures over the past 
20 years,) 

1000 PRINCIPLES FOR EXCELLENCE: What does a business organization have 
to do to become excellent? 

1 • Have a bias for action 

Don't talk about it; do it I 
Informal communications 

Task Forces — few members, few days, results in change 

not many members, several months, long report 
MBWA (Management By Walking Around) 
Positive reinforcement for actions 
Experimentation— "Do it; fix it; try it" 
Allowance for error 

Chunking — solve a problem, don't try to solve several 
Team focused 

2* Be c lo s e_ to the cu s t ome r 

Service obsession: Top down 

Part of mission statement 
People oriented 
Measurement and feedback 
Quality obsession: Reinforcement, pride 

Reliability 
No defect goal 
Listen to the users , especially lead users 

3* Encourage autonomy and entrepreneurship ( Intrapreneurship) 
Fanatical champions t product, executive, godfathers 
Decentralized structure 
Venture capital ("skunk works") 
Experimentation, with failure OK 
Intense, internal competition 

Informal communications across organizational lines 
Managerial decision^making control 

4* Develop productivity through people 

Treat the individual with respect and dignity; be genuine 
Treat employees as partners until they give you cause not to 

(only about 5%) 
Solicit suggestions for improvement from employees 
Be tough— minded s high expectations ; measurement 
Extended family (but not paternalistic) 
Celebration 

Individual objectives with feedback frequently and comparative data 
Part of philosophy statement 

5. Be hands—on, value driven 

Know what your company stands for; what are its values? 
Communicate those values to employees xrom the top to the bottom 
Mission statements, stories, myths, legends 
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lioo 

1130 



1215 
1245 
1310 

1330 



Certain values predominate: 
Being the "best" 
Importance of details 
Importance of people as indivioclaals 
Superior quality and service 

Most employees should be innovators; failure OK 
Informal communications 

Importance of economic growth «r*d profits 
Make working in the organisation melting 

6* Stick to the knitting 

Stay close to the business the ODjanlgation knows best 
Acquisitions seldom work 

Diversification across a wide va»£ety of products seldom works 
Diversify only to products that fa^ild on present strengths and 
experience, but do branch out 

7. Use simple form s lean staff 

Flattened hierarchy (few administrative layers) 
Few people at the top 

Flexible ? innovative, not^too-la^ge units 

8, Display simultaneous loose^tight p ro perties 

Dedication to the central valuei o% the organisation with maximum 
individual autonomy 



PRINCIPLES FOR BANGLADESH (Syndicate ^©rk) 

Which of these principles will work^ in Bangladesh? Why? 
Which will not work in Bangladesh? Why not? 

What other principles for excellenc^i are needed for Bangladesh? 
Discussion 

Summary of Principles of Excellence f = or Managing in Bangladesh 
Quest ions/ Answers /Discussion 
Seminar Sum Up 
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Executive Development Programme Seminar 
MANAGERIAL DECISION-MAKING t A LOOK AT THE OPTIONS 
September 8-9 , 1985 

Co^sponsored by: 

World Bank/Bangladesh Management Education and Training Project 
and the Faculty of Commerce, University of Chittagong 
in association with the Petroleum Corporation Training Centre 

SEMINAR DESCRIPTION: Decision-making contributes directly to overall 

managerial effectiveness and should be the principal 
basis for a manager's performance evaluation* This seminar is designed to 
assist middle and upper managers of public and private sector organizations in 
adopting effective methods and techniques of decision-making* Participants wi 
apply the acquired skills to real-world business situations within the seminar 

SEMINAR LEADERS % Dr* Gary N* McLean* Professor of Management and Organization 

Development s University of Minnesota * USA; Amal B. Nag, 
Professor of Accounting, Chittagong University 

SEMINAR OBJECTIVES t By the conclusion of the seminar, participants will be 

able to: 

1* Identify circumstances under which decisions are made, 
2* Identify types of decisions they make in business* 
3* Describe methods and te^chniques of decision— making* 

4* Identify managerial problems and use effective methods and techniques to 
solve the problems in actual business cases* 

SEMINAR SCHEDULE AND OUTLINE : 

September 8 

1400 Assembly * Fellowship and Registration 
1415 Welcome Address and Inauguration 

1420 Importance of Managerial Decisions-Makings What are some specific 

situations in which managers need to make decisions? (Brainstorm) 

1435 Preliminary application of decision-making skills: Sishu Milk 

Products Ltd* (Case Study)— Divide into syndicate groups of 5 

1440 Read case and work on syndicate response 

1525 Report syndicate recommendations to large group and discuss 
1600 Tea 

1620 Types of Decisions 

Definition: A decision is a course of action consciously chosen 
from available alternatives for the purpose of 
accomplishing desired results* 

Four Types t 1. Tactical * A decision made in response to the 

immediate demands of the presents where there is 
seldom time to gather or analyze all the information 
needed for the "perfect 1 ' decision. 
2* Planning . Generally for a specified time into 

the future (1 year, 5 years), generally done at a 
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level below top management* Data can be gathered and 
analyzed* Whan presented to the executive, they can 
be approved, rejected, or modified. 

3* Policy . Long-term and internal! they sacrifice 
flexibility for other aims i preemption of lower 
levels from making decisions that are too sensitive 
or difficult, reduction of tactical decision time and 
effort in reoccurring situations, etc* 

4. Strategic * Related to allocation of resources 

(time, manpower, money, materials) for achievement of 
important future aims. Reserved for top management, 
they require at a minimum* very wide range of 
knowledge, ability to digest large amount of informa^ 
tion* ability to make reasonable estimates of future 
environments , and ability to estimate possible 
consequences of present decisions. 

1635 Decisions-Making JProcess 

1* Be conscious of the situation. What is present in the environment? 

Is it within the manager's control? Listen to employees, 

customers, vendors, competitors, government. 
2* Recognise the pr oblem/opportunity - Key problem may be buried in 

less important problems or in irrelevant data, 

3. Identify available alternatives* The more alternatives explored, 
the more likely the "right" decision will be made. Techniques 
includes Brainstorming 

Synectics 

Focus Groups/Quality Circles 
Nominal Group Technique (NGT) 

4. Evaluate alternatives* Techniques include! 

Qualitative Analysis (more on this tomorrow) 
Pros/ Cons 

Force Field Analysis 
"Straw Man 11 

Discussion for Consensus 
Majority Voting 
Debate 

Competitive Team Projects 
Synectics 

5* Select a course of action. Based on outcomes of step 4. Often 
influenced by external factors* 

6. Implement* 

7. Follow-up* Is the decision creating the desired result? If not, 
recycle through process* 

1715 Application of Process* Bangladesh Sea Products Ltd. (Part 1) case 

study—read case and work on syndicate response 
1800 Adjournment for the day 

September 9 

1400 Report syndicate recommendations to large group and discuss 
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1435 Distribute Bangladesh Sea Products Ltd. (Part 2) case study, read, 
and discuss in large group 

1500 Mathematical Techniques in Decision-Making 

When quantitative data are available* they often assist in making 
decisions in a more systematic manner* Techniques include f 

Linear Programming 

Decision Theory 

Theory of Games 

Simulation 

Network Analysis 

Queuing Theory 

Inventory Model 

Dynamic Programming 

Decisions model consists of: 

(a) an objective function 

(b) a set of constraints 

(c) hypotheses of relationships among factors 

Factors outside control of decision^maker are "states of nature." A 
"strategy" is a statement of preference for a certain pattern of 
response within control of decision-maker. Guidelines for decisions 
are called "decision rules." 

Conditions Under Which Decisions are Made 

(a) Certainty: When states of nature are known, use a deterministic 
model to choose optimal course of action. Select the strategy 
which has the highest pay-off, 

(b) Risk/Uncertainty: Determine action by organizational policy, 
attitude of executive, probabilities of occurrence of options, etc* 

(c) Conflict % Decisions to be made when rational opponents disagree. 
According to %hm simplest case of "g&^m theory" model, there are 
only two opponents with complex conflict of interests (called 
zero— sum games). 

1600 Tea 

1620 Application of Concepts t Sanitation Products of Bangladesh Ltd. case 

study— read and syndicate work 
1720 Present syndicate findings and discussion 
1755 Concluding Remarks 
1800 Seminar Adjournment 
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Executive Development Programme Seminar 
EMPLOYEE MOTIVATION: WHAT WORKS? 
September 10-11 , 1985 

Co^sponsored by: 

World Bank/Bangladesh Management Education and Training Project 
and the Faculty of Commerces University of Chittagong 
in association with the Petroleum Corporation Training Centre 

SEMINAR DESCRIPTION i Do you have trouble motivating your employees? 

seminar will review both western and developing 
countries' experiences with motivation and provide specific suggestion! f\*yr 
motivating employees* Participants will apply motivational principles ^3** 
real-^world business situations* 

SEMINAR LEADERS: Dr. Gary N. McLean, Professor of Management and Organisation 

Development, University of Minnesota| and Dr. * M. Mainul 
Islam, Professor of Management, University of Chittagong. 

SEMINAR OBJECTIVES i By the conclusion of the seminar, participants will be 

able tos 

1. Define employee motivation. 

2. Discuss soma of the major motivational theories of the industrialized 
western countries, as well as experiences in other developing countries. 

3. Determine the relevance of these theories to local business situations. 

4. Apply the principles of motivation to a real-world business situation, 

SEMINAR SCHEDULE AND OUTLINE i 



1400 Assembly, Fellowship and Registration 
1415 Welcome Address and Inauguration 

1420 Preliminary Explorationi What techniques for employee motivation 

have you tried? (Brainstorming) 
1430 What does "employee motivation ,, mean? 

Discussion 

Definition 



1445 Theories of Motivation 

1. Hawthorne Experiments i Conducted by Prof. Elton Mayo at Western 
Electric plant in Hawthorne led to these conclusions: 

(a) Employees perform mora effectively when given special 
attention — the "Hawthorne effect." 

(b) People are more productive when working in groups rather than 
in isolation. 

Co) Control over own working environment (i.e*, when to take a 
rest break) improved effectiveness. 

Conclusions from series of studies (1927-33) : 

(a) People like to work. It is natural for them to want to do 
something worthwhile $ constructive * and productive. 

(b) When a person does not like to work, the reason will usually 
be found not in him, but in some social or psychologies! 
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condition associated with the job. 

(c) Physical surroundings and working conditions have little 
direct* major effect on morale. 

(d) Work is primarily a group activity, with social relationships 
and interdependencies being normal and natural* 

<e) Work is the primary social force in the average worker's life. 

(f) Attitudes toward the job are influenced by situations within 
the work group* 

(g) The informal group has strong influence over the workers' 
performance • 

(h) Leadership that encourages cooperation and participation, 
rather than obedience, promotes productivity and reduces 
employee turnover* 

2* Theories X and Y of Douglas McGregor: Managers have certain 

beliefs and assumptions about people developed through experiences, 
training, and personal values* They tend to manage according to 
those assumptions* 
Theory Xi 

(a) People have an inborn dislike of work"they will do whatever 
they can to avoid it. 

(b) People will do enough to keep their jobs but no more* They 
have to be threatened and coerced to meet the minimum 
requirements. If they are reasonably productive, it is because 
management has exerted necessary pressure. 

(e) Average person wants security above all, so will avoid 

responsibility because of risk of being wrong* Prefers to be 
told what to do y when to do it, and how to do it. 

Theory Yi 

(a) Work is not foreign to our nature s but is natural* 

(b) While external pressures and controls do causa people to 
produce, people will also exercise self-control to achieve 
goals and objectives to which committed. 

(c) People will seek increased responsibility in the right 
environment. 

(d) In the right environment, people are imaginative and ingenious 
and will use these to solve organizational problems and develop 
batter methods of doing the job* 

Note! Managers in theory agree with Theory Y but In practice 
believe in Theory X. 

3. Maslow ? s Hierarchy of Needs t Composed of five levels of needs in 
a topless triangle i 
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(a) A satisfied need ceases to motivate, 

(b) One does not move from one level to the next until the needs 
of the lower level have been met. 

(c) The trip down the hierarchy can be very rapid. 

(d) People are never completely satisfied. 

Hergberg ! s Two-Factor Theory? Two conclusions: 

(a) There is a set of extrinsic conditions, the job context, which 
result in dissatisfaction among employees when they are not 
present. If present, they do not necessarily motivate: salary, 
job security, working conditions, status, company procedures, 
quality of technical supervisions and quality of interpersonal 
relations with peers, supervisors * and subordinates. 

(b) There is a set of intrinsic conditions, the job content, which 
build strong levels of motivation resulting in good job 
performance. If not present, they do not prove highly 
dissatisfying. They are called satisfiers or motivators: 
achievement, recognition* responsibility, advancement, work 
itself, and possibility of growth. 

Some recent research indicates that some factors may fit both 
categories* i.e., salary. 

McClelland f s Learned Needs Theory: Many needs are acquired from 
the culture. Three such needs are: 

(a) Need for achievement 

(b) Need for affiliation 

(c) Need for power 

When a need is strong in a person, its effect is to motivate 
the person to use behaviour which leads to satisfaction of the 
need* McClelland believes that individuals (and nations) can be 
trained to increase specific needs, e.g., achievement. 

Organizational Impact Theory of Argyrisf Organizational policies 
almost invariably run counter to the natural growth processes of the 
individual, leading to widespread frustration. Policies are set 
only for immature workers ("do what you f re told and don't think"), 
stifling the mature worker on whom organizations depend. Signs of a 
mature adult: 

(a) Active rather than passive; some control over own 
environment 

(b) Independent rather than dependent 

(c) Less predictable and more adaptable 

(d) Can be challenged for long periods of time by interesting 
work 

(e) More aware of both past and future 

(f) Can function as either subordinate or superior, but is not 
inherently a follower 

(g) well defined ego 

BUT most organizations support people who are passive, dependent, 
subordinate, submissive, shallow, and insensitive. This is done 
through! 

(a) organiEation structure (power in few hands) 

(b) directive leadership (no decision=making) 
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(c) managerial controls (budgets, incentives, time and motion 
studies) 

7. Blake and Mouton's Managerial Grid* Managers respond to workers 
on two levels— the tasks they are to do and relationships. The 
"ideai ,, manager responds to both. 

8* Hersey and Blanchard's Situational Leadership? Using the 

Managerial Grid, the argument here is that the emphasis should be 
on the maturity of the employee. A mature employee can be left 
alone; an immature employee needs to be held to task* 

1600 Tea 

1620 Application of Concepts i Bangladesh Pharmaceutical Products Ltd. case 

study—read and syndicate work 
1720 Present syndicate findings and discussion 
1800 Adjournment 

September 11 

1400 Practical Applications of Motivation for a Developing Country 

Traditional Methods of Motivation in Developing Countries i 

(a) Coercion—instilling fear and punishment; should only be 

last recourse 

(b) Compensation*— does affect production! keeps employees satisfied $ 

but not motivated; selective incentives based on merit can 
motivate 

(c) Con— superficial human relations approach; a genuine human 

relations concern is invaluable 

(d) Cliehe"of little value unless deeply distilled in the climate 

of the organization 

Experiences in the developing countries have demonstrated self- 
motivation ±fi 

(a) An employee is properly trained in the work and knows what to do 

(b) The desired end results of whatever is to be done have been 

defined 

(c) Guidelines or limits in terms of policy, expenditures ^ and time 

have been established 

(d) Worker is left alone to do the job 

(e) Boss can be approached at any time for guidance or support 

(f) Worker won f t be berated if things don't work out exactly as 

boss wanted 

(f) Immediate reinforcement for things done well 

1530 Discussion 

1600 Tea 

1620 Application of Concepts; XYZ (Bangladesh) Ltd. case study—read 

and syndicate work 

1720 Present syndicate findings and discussion 

1755 Concluding Remarks and Seminar Evaluation 

1800 Seminar Adjournment 
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Appendix § 

PARTICIPANT RESPONSE 
to the seminar on 



1* How wall were the objectives for the seminar accomplished^ 



Poorly Below Average Above Well 

Ave rage Ave rage 

2* How important were the objectives for your job as an executive? 



Unimportant Slightly Average Above Average Very 

Important Importance Importance Imporant 

3. How satisfactory were the presentation methods used? 



Very Unsatisfactory Undecided Satisfactory Very 

Unsatisfactory ' Satisfactory 

4. How well did the facilitators/presenters fulfill their roles? 

McLean: 



Poorly Below Average Above Well 

Average Average 



5. How acceptable were the facilities? 



Totally Unacceptable Average Acceptable Totally 

Unacceptabl e Acceptable 

6. What is your overall rating of this seminar? 



Poor Below Average Very Excellent 

Average Good 

7. What did you like best about " the seminar? 



8. What about the seminar needs improvement? 
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9* (Answer this question only if you have not answered it in an earlier 

seminar*) From the list below, check those topics that are of interest 
to you for future executive development seminars t 

„ Employee Motivation 

____ Managerial Decision-Making 

__ Employee Performance Appraisals 

Employee Compensation and Benefits 

____ Strategic Planning 

, Job Planning 
_ Supervision 

Working with the Government 

Delegation 

Training of Subordinates 
m Management Information Systems 

Organization Development (Mission Statement, Organization Philosophy 

and Objectives, Individual Job Descriptions and Objectives, etc*) 
Microcomputers 
Keyboarding (for interactive use of computers) 



Add others in which you would be interested! 



Please provide any other comments about this seminar or about executive 
development in general* 
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Appendix_ 9 

THREE-MONTH FOLLOWUF TELEPHONE EVALUATION 

"Good morning (or afternoon), Mr, . My name is and I 

am calling from the Bureau of Business Research at the University of 
Chit tagong. 

"On September you attended an executive development seminar on 

' 1 Do you remember attending this seminar?" 

Yes _ No (If nOj end the conversation with a 

"Thank you for your time.") 

(If yes, continue. • . ) 

"May I ask you just four questions about the seminar?" 
(If no, end the conversation, as above.) 
(If yes, continue. . .) 

"Using a 5 for excellent to a 1 for poor, how would you rate the seminar 
overall?" 

"How much did you learn from the seminar, using a 5 for very much to a 1 
for very little?" 

"How much did the seminar change your behaviour on the job* using a 5 for 
very much to a 1 for very little?" 

If any number is three or less, ask, lf How could the seminar have been 
improved in this area?" 

"Is there anything else that you would like to say about the seminar?" 

"1 appreciate the time you took to answer these questions. Thank you. 
Good-bye." 
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Appendix 10 




Pr, Gary N a McLean, Professor of Management 4fe Organization Development, Uol* 
versity of Minnesota, USA, seen speaking &t a Seminar on Executive Development 
at Petr oleum Corporation Training Centre yesterday. 



Seminar on 
Executive 
Development 
and Training 
opens 

By Out Staff Reporter 
Five day-seminar on 
^•Executive Development 
and Training 0 was inaugura- 
ted yesterday at Petroleum 
Corporation Training Cen- 
tre, says a press release,: 

Dr. M. , Waliuzzaman, 
Director* Bangladesh Petro* 
leum inaugurated the 
seminar which was sponso- 
red jointly by the World 
Bank, and* .Faculty of 
Commerce, .University of 
Chiitagdng and Petroleum 
Corporation Training Cen- 
tre/ 

Professor Dr. Gary N. 
McLean of the University of 
Minnesota, USA working 
as a consultant with the 
World Bank it conducting 
the seminar in association 
with Faculty Members of 
the University of Chit a- 
gong* 

The opening day seminar 
was on -MANAGING FOR 



EXCELLENCE IN BANG* 
LADESH\ The other two 
topics are Managerial Besi- 
sioa*Makiug and Employee 
Motivation/ sehidulid for 
the nest 4 days beginning 

5 September, from 1 p,s* to 

6 p.m. " - 

General Manager and 
Senior Executives of the 
three Petroleum Marketing 
Companies and Eastern 
Refinery as well as represen* 
tatives from other multsna* 
tiooal eompaaies and 
corporations were present 
on the occasion. 

Any organisation interes- 
ted to send participants to 
the seminar have been 
requested to contact the Chief 
Training Coordinator, BPC 
Training Centre at- Agra- 
bad. . 



Fromi The Daily Life , September .^yL 985, pp.. 1, 6* 
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PARTI CIPANTS 







"Managing for Excellence 


in Bangladesh 11 






September 5 S 


1985 


Name 


! Of 


the Participants 


Name of the Organisations 


1. 


Mr. 


A.H.M.A. Majid Rahimi 


Eastern Refinery 


2, 


Mr* 


A.M. Khan 


Eastern Refinery 


3. 


Mr* 


D.A* Raquib Chowdhury 


Eastern Refinery 


4, 


Mr. 


K.A. Mannan 


Eastern Refinery 


5* 


Mr. 


K. Gyasuddin 


Eastern Refinery 


6. 


Mr. 


Xhsanul Haq 


Burmah Eastern 


7, 


Mr. 


A.M. Garuque Ahmed 


Burmah Eastern 


8- 


Mr. 


Bashirul Huq 


Burmah Eastern 


9. 


Mr. 


M. Anwarul Haque 


Burmah Eastern 


10, 


Mr. 


A. Mat a an Chowdhury 


Burmah Eastern 


11* 


Mr. 


Nazmul Hoque 


Burmah Eastern 


12. 


Mr. 


Syed Fazlul Haque 


Burmah Eastern 


13, 


Mr. 


G.S. Mahmood 


Burmah Eastern 


14* 


Mr* 


A.M. Khan 


Burmah Eastern 


15. 


Mr. 


Moshiur Rahman 


Burmah Eastern 


16* 


Mr. 


T*H* Khondaker 


Burmah Eastern 


17* 


Mr* 


G* Farhad 


Burmah Eastern 


18. 


Mr. 


M*A* Taher 


Burmah Eastern 


19. 


Mr. 


Shahabuddin Ahmed 


jamuna Oil Company 


20* 


Mr. 


Md. Qamrul Munir 


jamuna Oil Company 


21* 


Mr* 


Mahbubul Alam 


Jamuna Oil Company 


22* 


Mr* 


Mahbub Anan 


Jamuna Oil Company 


23. 


Mr* 


G.M* Quadar 


jamuna Oil Company 


24. 


Mr. 


Shafi Imam 


jamuna Oil Company 


25* 


Mr* 


G. Kutubuddin 


Jamuna Oil Company 


26. 


Mr. 


Manjoor Aly 


Jamuna Oil Company 


27. 


Mr. 


N * Ahmad 


Jamuna Oil Company 


28* 


Mr* 


Badrul Alam 


Meghna Petroleum 


29* 


Mr* 


Manjoor Ahmad 


Meghna Petroleum 


30. 


Mr* 


Aminul Islam 


Meghna Petroleum 


31. 


Mr* 


Munirui Islam 


Meghna Petroleum 


32* 


Mr. 


S*S* Giasuddin Admed 


Maghna Petroleum 


33. 


Mr. 


M*S* Karxra 


Meghna Petroleum 


34. 


Mr* 


Admed Hossain Chowdhury 


Meghna Petroleum 


35* 


Mr. 


Yousul Shalauddin Admed 


Standard Asiatic Oil Company 


36. 


Mr* 


Zahurul Kabir 


LP Gas Limited 


37. 


Mr* 


Khurghid Anwar 


Regency Garments 


38* 


Mr* 


Mosharraf Hussain 


Regency Garments 


39. 


Mr* 


Md • Mohiuddin 


Glaxo (Bd) Ltd 


40* 


Mr. 


A.H* Kabir 


Glaxo (Bd) Ltd 


41. 


Mr. 


Mohammad Ali Imdad Khan 


Ctg. University 


42. 


Mr* 


Moshahidur Rahman 


Ctg. University 


43. 


Mr. 


A* Ahad Gani 


Ctg* University 


44* 


Mr. 


Md * Lokman 


Ctg. University 
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45 * Mr. Abdul Mannan 

46. Mr. A.B. Nag 

47. Mr, Md. Shafiqul Islam 

48. Mr. Md* Ismail 

49. Mr. Dr. 5. A.B. Mohammad Ali 

50. Mr* Moazzam Hossain 
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Ctg. University 

Ctg. University 

Dock Workers 1 Mgt. Board 

Dock Workers ' Mgt. Board 

Dock Workers' Mgt. Board 

Bangladesh Shipping Corpn. 



55 

ERIC 



50 



PARTICIPANTS 
"Managerial Deeision^Making 11 
September 8-9 s 1985 



Name 


of 


the Participants 


Name of the Organisations 


1. 


Mr. 


Md, Ghulam Rasul 


Chittagong Port Authori ty 


2. 


Mr. 


A.N.M.A, Momin 


Chittagong Port Authority 


3. 


Mr. 


K.N, Islam 


Glaxo Bangladesh Limited 


4. 


Mr. 


A, Hye Khan 


Glaxo Bangladesh Limited 


5. 


Mr. 


Md. Mushtaque Admed 


Reffencv Garmpnt^ Li mi t*&rf 


6. 


Mr. 


Azimur Rahman 


*j *aa\_x L L m \_s _i_ j_ %j ^/ uilj q. |i y _|_ hi 1 i_ l i 


7. 


Mr. 


Ata Elahi 


WQ4yU&lu _i_ ^L. \J \JIL±W^a l4_y A-i 1 111 1 I_ tj^ 1 ^ 


8. 


Mr, 


Md. Shahidullah Chowdhury 


Janiuns Oil Company Limited 


9. 


Mr. 


A,M, Ziaul Huque 


Jaffluna Oil GamnaTiv T.^ rn-! ¥mA 


10, 


Mr. 


K,M, Mohsen 


Jiffluna Oil Cotttoanv Li mi t^H 


11. 


Mr. 


A.B.M. Akhter Hossain 


Jamuna Oil Company Limited 


12, 


Mr. 


Abdul Mabud 


Jamuna Oil Company Limited 


13. 


Mr. 


M.N. Zaman 


Bangladesh Shinnine 1 Cortm 


14. 


Dr. 


A.K.M, Shahabuddin 


Bangladesh Shipping Corpn 


15. 


Mr. 


Tofazzal Hossain 


Bansladesh ShioDim? Cornn 


16. 


Mr. 


Mr* N, Huq Chowdhury 


ITT (Bd) Limited 


17. 


Mr* 


M.S. Islam 


Dock Workers Mgt. Board 


18, 


Mr* 


Md . Ismail 


Dock Workefs Mff £ * Bnar^ 


19. 


Dr. 


S*A*R, Mohammad All 


Dock Workers Mgt. Board 


20. 


Mr* 


Sudhabindu Roy 


Sonali Bank 


21. 


Mr. 


3.M. Khoda Bakhsh 




22. 


Mr. 


S.S* Giasuddin Ahmed 


Meghna Petroleum Limited 


23. 


Mr* 


M*B* Rahman 


Meghna Petroleum Limited 


24, 


Mr* 


Aminul Islam 


Meghna Pe troleum Limited 


25. 


Mr* 


M.N, Kabir 


Meghna Petroleum Limited 


26, 


Mr, 


Anwar ul Huq 


Meghna Petroleum Limited 


27. 


Mr, 


A.H.M. Bazlul Quadir 


Meghna Petroleum Limited 


28. 


Mr* 


Shamsuddin Ahmed 


Iqbal Enterprises Ltd 


29. 


Mr, 


A. Ahad M. Omar Gani 


University of Chittagong 


30. 


Mr, 


Moshahidur Rahman 


University of Chittagong 


31. 


Mr, 


K.M. Golam Mohiuddin 


University of Chittagong 


32. 


Mr* 


M.S. Islam 


Burmah Eastern 


33. 


Mr* 


A*G, Khan 


Burmah Eastern 


34. 


Mr* 


M , A , Momem 


Burmah Eastern 


35. 


Mr, 


Md. Del war Hossain Chowdhury 


Burmah Eastern 


36. 


Mr* 


Mohsin Ahmed 


Burmah Eastern 


37. 


Mr, 


A.K.M* Zahirul Kabir 


LP Gas Limited 


38. 


Mr. 


S.G. Mahboob 


LP Gas Limited 


39. 


Mr* 


Hasan Uz Zaman 


LP Gas Limited 


40. 


Mr, 


Azhar— ul Islam 


Petroleum Corpn Trg, Centre 
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PARTICIPANTS 
"Employee Motivation" 
September 10-11, 1985 



Name 


of 


the Participants 

— - — 1 


Name of the 0 rgani nations 


1. 


Mr* 


Towfiqur Rahman 


XJtjl 4igieti e s 1 1 ecu 4uxc HUl wUi yurd l_ J_ (J 11 


2, 


Mr* 


Nessaruddin 


tl <r1 ^ H ^ Pp f rA 1 pnm Pnrnnra t~-} r\n 
usngj.QUC3ii cctiUicUlU WU tpUtatlQIl 


3. 


Mr* 


Asheque Ali 


Y\ 3 T1 & 1 3 n O O n M a V 1 Si t rn f*^ /~\ *s *=i * — ? a 

uaiigiBucsii rtf l luxc li in uorporsCion 


4, 


Mr. 


Md* Yusuf 


Mpp'hna P^f rn 1 ^uni T f~H 


5. 


Mr. 


Abdus Salam 


Mf^cf pa f- T*ri 1 oiifn T f~ r\ 


6. 


Mr. 


3.1* Chowdhury 


Meffhns Ppfrfjl ^tifn T f~i4 

* £g * A & i W A UU1 A-l l_ 


7, 


Mr* 


Mohammed Nurul Kabir 


M^^rina 'P&f^T^r*! mum T 

A tEg 1141s tCLL UXq i_LLLl LLQ 


8. 


Mr* 


Az imu r Rahoia n 




9. 


Mr. 


Md . Nazrul Islam 


iT^ITnlriS 0*f 1 o i n n a n \7 T f"H 

uQiyuLia W -1_ -t- WUmUall Y _Lj U_ L-l 


10. 


Mr* 


Barwar Jahan 


Januni Oil Comnanv Ltd 


11* 


Mr. 


Syed Ifgal Ahmed 


JTamuna Oil Company Ltd 


12. 


Mr* 


M.P* Sen 


Jamuna Oil Company Ltd 


13* 


Mr. 


Shahidullah Chowdhury 


Jamuna Oil Company Ltd 


14* 


Mr. 


Habibur Rehman 


Burma h Eastern 


15. 


Mr* 


Ahmed Jamal Khan Chowdhury 


Burmah Eastern 


16. 


Mr* 


S.M.I. Quasem 


Eastern Lubricants Blenders Ltd 


17* 


Mr. 


Md. Abu Abdullah 


Lever Brothers 


18* 


Mr. 


Alauddin Ahmed 


Glaxo Bangladesh Ltd 


19. 


Mr. 


Fariduddin Ahmed 


Glaxo Bangladesh Ltd 


20* 


Mr* 


Md* Shamsul Haque 


Sonali Bank 


21. 


Mr* 


Sirajuddin Ahmed 


Sonali Bank 


22. 


Mr* 


Md* Shahadat Hossain 


Sonali Bank 


23* 


Mr. 


Md* Zubaidul Aiam 


Sonali Bank 


24. 


Mr* 


S*L. Nath 


Sonali Bank 


25* 


Mr. 


Najmul Huq Chowdhury 


International Tank Terminal 


26. 


Mr. 


Lutfur Rahman Chowdhury 


Bangladesh Shipping Corporation 


27* 


Mr* 


A.T*M*M* Rahman 


Bangladesh Shipping Corporation 


28* 


Mr. 


M.S. Islam 


Dock Workers* Mgt* Board 


29* 


Mr* 


Ahad Osman Ganl 


University of Chittagong 


30* 


Mr* 


A.S.M. Moshadiur Rahman 


University of Chittagong 


31* 


Dr. 


M* Mainul Islam 


University of Chittagong 


32. 


Mr* 


Mohammad Ali Imdad Khan 


University of Chittagong 


33* 


Mr. 


Azhar~ul Islam 


BPC Training Centre 
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Agpendix 12 

PARTICIPANT RESPONSE 
to the seminar on 
"Managing for Excellence in Bangladesh" 
(N - 37) 



How well ware the objectives for the seminar accomplished? 

__ 4 7 26 



Poorly 



Below 
Average 



Average 



Above 

Average 



Well 



1] 2, 



How important were the objectives for your job as an executive? 

________ : 9 " 4 



Unimportant 



23 



Slightly 
Important 



Average 
Importance 



Above Average 
Importance 



Very 
Important 



How satisfactory were the presentation methods usedi 

______ ______ 1 _ 24_ 

Very Unsatisfactory Undecided 

Unsatisfactory 



5 
M 

m 

SP 

M 

a) 
> 
< 



[4.6] 



[4,4] 



[4,3] 



12 



Satisfactory Very 

Satisfactory 



How well did the facilitators/presenters fulfill their roles? 



I] 
6] 

1]5. 
6* 



McLean: 



Mannan: 



Poorly 



Below 
Average 
1 



Average 

7 



Poorly Below Average 

Average 

How acceptable were the facilities? 



Above 
Average 
8 

Above 
Average 



26 



Well 
15 



Well 



Totally Unacceptable 
Unacceptable 



25 



Average 



Acceptable 



Totally 
Acceptable 



What is your ovarii rating of this seminar? 

_ 5 26 



[4.6] 
[4.2] 

[4*0] 
[4.0] 



Poor 



Below 
Average 



Average 



Very 
Good 



Excellent 



7. What did you like best about the seminar? 



Group Interaction 
McLean Presentation 
Techniques Used 
Syndicate Work 
Openness 



13 
8 



Topic 
Style 

Participant Interest 
Good Communications 
Analytical Deliberations 
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8- What about the seminar needs improvement? 



9, 



More Time 

Advance Reading Material 
Audio— Visuals 
Broader Participation 
(Publics Private, 
MNC, Government) 
Fewer Participants 
Involve Authorities 



Send Recommendations 

to Authorities 
More Exercises 
Provide Reading Materials 
More Debate 
Even More Examples 
Evaluate Groups 

Individually 
Repeat 



From the list below, check those topics that are of interest to you 
for future executive development seminars % 



23 



_15_ 



-11. 
-11. 



i 



Employee Motivation 

Managerial Decision-Making 

Employee Performance Appraisals 

Employee Compensation and Benefits 

Strategic Planning 

Job Planning 

Supervision 

Working with the Government 
Delegation 

Training of Subordinates 
Management Information Systems 

Organisation Development (Mission Statement, Organisation 
Philosophy and Objectives, Individual Job Descriptions and 
Objectives, etc.) 

Microcomputers 

Keyboarding (for interactive use of computers) 
Need-based Decision-making 



Add others in which you ^ould be interested % 



Please provide any other comments about this seminar or about executive 
development in general on the back of this sheet* 
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1* How well were the objectives for the seminar accomplished? 



Mora Time for Discussion 5 Delivery Mora Clear and 

Mora Modern Techniques 2 Concise on Quantitative j 

Hold in the Morning 2 More Simple in Form " 1 

Use Audio-visuals 1 Reading Materials i 



A 



PARTICIPANT RESPONSE 
to the seminar on 
"Managerial Decision-Making" io 
(N - 23) 2 



_ . 3 4 16 [4.6] 

Poorly Below Average Above Well 

Average Average 

2» How important were the objectives for your job as an executive? 

9 , 3 11 [4,1] 

Unimportant Slightly Average Above Average Very 

Important Importance Importance Important 

3- How satisfactory were the presentation methods usedi 

, ______ 19 4 [4,2] 

Very Unsatisfactory Undecided Satisfactory Very 

Unsatisfactory Satisfactory 

4. How well did the facilitators/presenters fulfill their roles? 

_ - 2 3 18 [4,7] 

McLeans Poorly Below Average Above Well 

Average Average 

_____ 4 ~ _____ 

Nag i Poorly Below Average Above Well 

Average Average 
(19 did not respond because directions were not given to write in 
Prof* Nag's name.) 

5* How acceptable were the facilities? 

_ _____ 3 17 3 [4,0] 

Totally Unacceptable Average Acceptable Totally 

Unacceptable Acceptable 

€>. What is your ovarii rating of this seminar? 

2 15 8 [4,1] 

Poor Below Average Very Excellent 

Average Good 

^7. What did you like best about the seminar? 

Case Studies 15 Syndicate Work 4 

McLean's Presentations 10 New Ideas 1 

Discussion 5 Techniques Presented 1 

• What about the seminar needs improvement? 

More Time for Seminar 9 All Need Desks 1 
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9. From the list below, check chose topics that are of interest to you 
for future executive development seminars: 

11 Employee Motivation 2 Answered previously 
13 Managerial Decisionmaking 

12 Employee Performance Appraisals 

4 Employee Compensation and Benefits 
_ Strategic Planning 
11 Job Planning 

7 Supervision 

4 Working with the Government 
3 Delegation 

8 Training of Subordinates 

__ 9 Management Information Systems 

6 Organisation Development (Mission Statement $ Organisation 

Philosophy and Objectives t Individual Job Descriptions and 

Objectives* etc* ) 
3 Microcomputers 

1 Keyboarding (for interactive use of computers) 

Add others in which you would be interested! 

Inventory Control (1) Budgeting and Costing (1) 

Profitability (1) Analysis of Human and 

Organization Behavior (I) 

Please provide any other comments about this seminar or about executive 
development in general on the back of this sheet* 

Very useful. Hope there will be more in the future. 

Run seminars like this regularly. 

Want longer seminars with variety of speakers. 
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1* How well were the objectives for the seminar accomplished? 

J 16 



3—^ _ ^2 L 



3. How satisfactory were the presentation methods used: 



e PARTICIPANT RESPONSE ^ 

IL to the seminar on «S 

S "Employee Motivation" « 

* (N - 21) m 



> 



Poorly Below Average Above Well [4 . 6] 

Average Average 

[1] 2* How important were the objectives for your job as an executive? 



Unimportant Slightly Average Above Average Very [*-3] 

Important Importance Importance Important 



Very Unsatisfactory Undecided Satisfactory Very I* -2] 

Unsatisfactory Satisfactory 

4, How well did the facilitators/presenters fulfill their roles? 

^ _ 2 3 15 r/ 

[1] McLean: Poorly Below Average Above Well L4*/J 

Ave r ag e Ave r age 

1 2 3 7 



17] Islam: Poorly Below Average Above Well [4.0] 

Average Average 

5. How acceptable were the facilities? 

— — , 2 13 6 - 

Totally Unacceptable Average Acceptable Totally L*»-*J 

Unacceptable Acceptable 

6* What is your overll rating of this seminar? 

— - 3 17 i r . Ql 

Poor Below Average Very Excellent l^^l 

Average Good 

7- What did you like best about the seminar? 

Group Discussion 1Q Variety of Presentation 1 

Case Study 8 Presentation ~1~ 

Participant Involvement 2 Participants Motivated 1 

Syndicate Work 1 Presenter Preparation 1 

Brainstorming _ !L_ Topic i~ 

Concise Presentations _ j — 

8* What about the seminar needs improvement? 

More Time 7 Reading Material 1 

More Discussion 5 More Detail ~1 

More Relevance More Presenters 1 

to Bangladesh 5 Why Do Managers Believe " 

More Case Studies 3 Y But Act X 1 

A»V Aids I — 
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[3] 9» From the list below, check those topics that are of interest to you 
for future executive development seminars: 

9 Employee Motivation 
_15_ Managerial Decisions-Making 

8 Employee Performance Appraisals 

6 Employee Compensation and Benefits 

9 _ Strategic Planning 
12 Job Planning 

2 Supervision 

4 Working with the Government 
k __ Delegation 

9 Training of Subordinates 
11 Management Information Systems 

7 Organization Development (Mission Statement, Organisation 

Philosophy and Objectives, Individual Job Descriptions and 
Objectives, etc*) 

5 Microcomputers 

1 Keyboarding (for interactive use of computers) 

Add others in which you would be interested \ 

Problems of Employees and Their Solutions (1) 

Please provide any other comments about this seminar or about executive 
development in general on the back of this sheet* 
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Append ix 13 



liattonal confce 
on problems of 
entrepreneurship 
begins today 

A two-day National 
Conference on M ProbIems 
of Entrepreneurship gad 
Business Management in 
Bangladesh 1 * will commence 
to4ay at the Chittagong 
Chamber of Commerce and 
Induitry Conference HaJl 
•ays a press release * 

The conference is Co* 
sponsored by the Bureau of 
Business Research of the 
Chittagong Univei lity and 
Aisa Foundation Dhaga in 
association with the Chitta- 
gong Chamber of Comm- 
erce and Industry. Approxi 
mately one hundred eminent 
scholars b usinegsmen and 
professional manageri from 
some and abroad are ex* 
peeted to attend the in- 
ference, The conference 
will be inaugurated by 
Professor Muhammad AIL 
Vice-Cbaneelior. University 
ot Chittagong while Fro. 
fessor Muhammad Yunos 
Managing Director of the 
Orameen Bank will be pre, 
•tot as a special guest, - 



Ctonfce on 
|?hroblems of 
entrepreneurship 
ifl § Bangladesh 
b&ogins tomorrow 

. . A 2-day long first oa~ 
*<(*G>nal conference on f, prob* 
I£^3fs of ontrepreouursbip- 
^a*d management in Bang* 
I#4j3£sh° under the auspices 
& Chittagong University 
9m»iness Research Organ!* 
s#<feion 4 will begin tomoirow 
a|%S a*m, at the Conference 
Pllsmll of Chittagong Cham- 
b^», says a press release, 

. I Profetsor Mohammad 
Aj*i»ss* Vice Chancellor ofCtg 
t/ttfisuversity wfll inaugurate 
Conference while Prof, 
3vf °i*hammad Younas, Mana- 

f^teS Director of Orameen 
IftkcsTik will attend as special 



From* Tha Daily Life , September 12* 10 85, p, 6 ("Confee on problems, , .) 
_. Siptemb€|r 85, p, 1 ("National confea, - .) 



ERIC 



59 



Appendix 14 

STEPS IN WRITING CASE STUDIES 
Pfizer Laboratories (Bangladesh) Ltd, 
September 15, 1985 

1* Identify a current or past management problem that does not have a 

"correct 11 answer, i.e., to be an appropriate problem for a case study, 
there must be several optional actions available for resolution, 

2, Provide background necessary to understand the problem, 

(a) Industry 

(b) Company 

(c) Department 

3, Describe the details leading up to the problem—present several 
perspectives, if possible"e ,g* , managements supervision, labour, 
customer, etc. These should be as complete as possibles-facts may be 
relevant or irrelevant $ as were present in the actual situation—include 
source documents where applicable — humanize the case, as appropriate, 
with peoples 1 names, conversations ? product names, etc. 

4, If the participants are not experienced in working with case studies, 
you may want to provide some directed questions to help them focus on 
the problems of interest to you. Otherwise, experienced participants 
should be allowed to identify the problems without such assistance. 
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THE BANGLADESH OBSERVER 

DHAKA THURSDAY SEPTEMBER § l£g§ S 



Quality Management 

Recently the British Prime Sinister Margaret 
Thatcher has carried out a major cabinet reshuffle. 
The Iron Lady hag declared that the Prime objec- 
tive of tills change* Is to improve the efficiency of 
the administration by putting the right man to 
the light place as well as by introduce new blood 
in the management of toe nation, Thus the steps 
taken do not represent a mere political, mnvo hut 
lather a move towards quality management. 

The importance of quality management to eG*K 
nomic development can hardly, he overemphasised, 
A cadre of qualified managers starting from tte 
top of the administration to lower Jewels is essen- 
tial for pragmatic planing, for effective decision 
making and for proper management of the affairs 
of a nation* The key to building up such a cadre 
is to put the right men to toe ri|5it places. At 
the same time to enable toe management to cater 
to toe need of the rhRnping time and to give tt a 
dynamic, innovative and imaginative character, *fc 
is necessary to attract young talented 'people to 
the administration. 

But to underdeveloped countries, the criterion 
of putting right men at right places is often art 
aside. In these countries, appointments are often 
made on personal interests and partisan consi- 
derations. Expertise does not get its proper treat- 
ment and qualifications are often negleeted. Simi- 
larly the establishment, loves to cltog to traditional 
ideas and does not seem to be keen to welcome 
tow ideas, better suggestions and younger talented 
people with innovation; imagination and dynamism, 
As a result/ toe administration becomes charac* 
terised with inefficiency, mismanagement and wr* 
ruption, and the whole nation suffers in every watt 
pf life. ^ . ; 



Our economy is beset with a host of problems 
to every sector. You name it and we have it. 
There are problems of poverty, malnutrition and 
low standard of living. In our agricultural sector, 
toe productivity is low, unemployment is high; w# 
have wry few eattie and poultry and our piscicul- 
ture is quite undeveloped. In toe Industrial sector, 
we inherited not only a small industrial base but 
over toe ymm through non-pragmatie and wtom 
poUcJes much of this base has been destroyed* Vffe 
have negligible natural resources and we have fail- 
ad to -build -up a robust economic and social in- 
frastructure. 

/: .Under such ciroumstanees we need such pea- 
pi© to the management of to© economy who 'would 
not only advtoe toe people, but who can set exam- 
pies before them. AAd to do that we have to put 
right men at right places, mmt goes for people 
who are at the top of toe departments down to 
the' ' L lowest.- level. 1 We seed such people who are 
pragrnatie, Ima^n&tive and dynamic. Not only are 
tossy themselves required to work hard, but they 
are also required to impart toe virtue of *woxfc to 
other people, ; , 

_ Such a cadre may formulate pragmatic plans 
for toe .development of every sector of the eeono* 
my and through individual initiatives they can ese- 
cufe suejti ptens, Ttoy ran h^viduaUy^plsy m role 
in the proper implementation of those plans, to 
tois way tii§y ran set examples for « toe people and 
cto induce toe latter to . participate in toe develop* 
ment process, " -. 

, TWs cadre of management must be hcmMt and 
eonimitted, Ttoey must be prided by justice, fair* 
ness and law. In recent times cases have reportedly 
been bro^^t to the courts with the aflegation 
that in awarding toe construction contract, toe 
administration at the tJpazlla level has been main- 
ly guided by favouritism. This is unfoturnate and 

; such situations mustn be avoided, = 

%r ' Our economy is very badly l a need of a pro* 
per direction* Only committed, honest, hardwork- 
ing professionals* at right places aw give toe eco- 
nomy the required direction. There Is, 'to fact no 
alternative to ^quality managements 



FrQizn The Bangladesh Observer » September 5 f 1985 s p. 5, 
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